DOCUMENT RESUME

ED 069 850 VT 017 055

TITLE Evaluation of the Effectiveness of Institutional
- Manpower Training in Meeting Employers® Needs in
Skills Shortage Occupations. Final Report.

INSTITUTION ‘Olympus Research Corp., Salt-Lake City, Utah. .
SPONS AGENCY Manpower Adm;n;stfatlon (DOL), Washington, D.C.
PUB DATE ' Jun 72

NOTE 354p. ; R-MEL-72-07

EDRS PRICE MF-$0.65 HC-$13.16 _ :
DESCRIPTORS Adult Vocational Education; *Demand Occupations;

Employer Attitudes; Employment Services; *Fai lure
Factors; *Federal Programs; Labor Market; Labor
Turnover; *Manpower Development; Manpower
Utilization; *Program Effectiveness; Program
Evaluation; Tables (Data); Vocational Development
IDENT IFIERS *Manpower Development and Training Act; Skills
" Shortage

ABSTRACT

Reasons for the failure of the Manpower Development
and Tralnlng Act (MDTA) of 1962 to meet its major objective of
alleviating skills shortages are recorded and analyzed. The lack of
skills‘shortages was admitted to be the main reason for the
shortcomings in performance, although the term "skills shortage" had
yet to be defined and skills shortage occupations had not been
identified. Of 905 demand occupations identified in 14 labor market
areas, 156 occupations fell within MDTA's scope and of these, there
were institutional manpower training programs for 88. Other
inhibitors of program effectiveness and related problems include: (1)
lack cf a system to define or identify demand occugations at the
local level, (2) restrictions imposed on present job training
programs, and (3) the questionable benefits to be derived by adding
additional training programs. Data were collected nationally by
examining hard-to-fill job orders at government employment services,
performing a want-ad analysis, and interviewing over 25 employers as
well as others knowledgeable about manpower conditions. Numerous
tables present the data. (A few pages may be illegible.) (AG)




P

ED 069850

\'T 17055

U.S. DEPARTMENT OF HEALTH,
EDUCATION & WELFARE
OFFICE OF EOUCATION

THIS DOCUMENT HAS BEEN REPRO
DUCED EXACTLY AS RECEIVEO FROM
THE PERSON OR ORGANIZATION ORIG:
INATING IT POINTS OF VIEW OR OPIN-
1ONS STATED DO NOT NECESSARILY

‘REPORT MEL 72-07 AEPRESENT OFFICIAL OFFICE OF EOU-
- Contrdct Noe 83=49-71-03 CATION POSITION OR POLICY
EVALUATION OF

THE EFFECT IVENESS OF INSTI'I_'UfIONAL MANPSGWER
TRAINING IN MEETING EMPLOYERS’ NEEDS IN SKILLS

' SHORTAGE OCCUPATIONS

Final Report
June 1972

Olympus Research Corporation
955 East 9th South
Salt Lake City, Utah 84102

PREPARED FOR

OFFICE OF POLICY, EVALUATION AND RESEARCH
"MANPOWER ADMINISTRATION
U..S. DEPARTMENT OF LABOR
WASHINGTON, D. C. 20210

FILMED FROM BEST AVAILABLE COPY




This study was conducted and this report was prepared under a
contract with the Office of Policy, Evaluation and Research of
the Manpower Administration of the U.S. Depaxrtment of Labor.
Organizations undertaking svch projects under Government spon=
sorship are encouraged to state their findings and express their
judgments freely. Therefore, points of view or opinions stated
in this document do not necessarily represent the official posi-
tion of the Department of Labor. ,

ii




(3
D

CONTENTS

Acknowledgments page ix

Chapter Onc, MDTA Training and Skills Shortages: Summary of an Evaluation

Nature of the Evaluation 2
Overall Conclusions 3
Definitions of Skills Shortage S
Major Findings 9

Sources of Occupational Data 18
Employer Attitudes 20
Conclusions 22

- Chapter Two. Introduction 29

Changing Emphasis 32

Summary of Current Evaluations 36

Problems in Performing the Skills Shortage Evaluation
~ The Evaluation Methodology 46

‘Organizing of Report 50

Chapter Three. The Setting 53

Overview 53
Area Descriptions . 57

Chapter Four. The System 81

National Office Data 83

Inside the Employment Service 89
MDTA System 125

CAMPS 134

Manpower Delivery System 143
Search for Guidelines 148

iii

39




Chapter Five. The Findings 133

Methodology 154
101 Analysis 160

Overview of Major Inhibitors 163

Demand Occupations in Seven or More Citics 169
Two-City Analysis 179

Employer Interviews 184

Dyvnamics of Change 186

National Shortages 188

Timeliness 190

Major Inhibitors 191

Chapter SL‘.. The Record ‘ 197

Enrollee Characteristics 197

Performance Information 208
Summary 218

Chapter Seven. The Employer Interviews 221

Employer Interview Criteria 222
Organization 229 _
Employer Reaction to MDTA Institutional Training 237
Layoff and Recall Patterns 253
Incidence of Internal Training Programs 255 ,
Public Employers and "Skills Shortage” Occupations 258
Institutional Training versus OJT 260

Summary 262

Appendix

Part I. Labor Market Bulletin 267

Part lf.  Data Bank Bulletin 285

Part III. Job Bank Analysis 293
Part IV. Use of JOLT Job Vacancy Information 309

Part V.  Changes in Course Offerings (City Change Charts)

Part VI. Unknown Enrollee Characteristics 353

iv

337




6-2

6-3
6-4
6-5
6-6
6-7

6-9

6-10

LIST OF TABLES

Suitable Occupations in Waich No ’frai.ni.ng Occurred 11

Overview of MDTA Institutional Training for Fourteen
Arcas 12

Unemployment Rates and Total Labor Force Figures 54
Total Population and Munority Composition 56

Annual Average for Employment Areas 58

Unfilled Job Openings 102

Occupational Concentration of Job Transactions 118
Distribution oi Mast Frequent Job Transactioné 121
KResponses to "How Do You Justify Training Prog-ramé?" 127
Responses to "How Do You Identify Training Needs?" . 128
Overview of MDTA Institutional Training 165
Occupations "In Demand" in Seven Cities or More 172
Corrclation between MDTA and Demand Occupations 182
MDTA Occupations--Dynamics of Change 187

Ranking of Cities by Proportion of Disadvantaged
Enrollees 198 . ’

Ranking of Citics by Proportion of Enrollees below
Poverty-Level Income 200

Enrollee Characteristics (city) 201

Degree of Disadvantaged Scores 202

Enrollee Characteristics (occupatitmal offerings) 206
Degree of Disadvantaged by Occupational Cluster 207

Performarc: Rates and Degree of Disadvantaged
(city) 209

Performance Rates and Degree of Disadvantaged
(occupational area) 212

Performance Rates by Occupational Cluster 213

Enrollmeny, Completion Rates, 30-Day Placement
Rates 215




—

Table

6-11
7-1
7-2
7-3

7-5
7-6

7-7
7-8

7-10
7-11
7-12
7-13
7-14

A-IlI-1

A-lII-2

A-11-3
A-IV-1
A-IV=-2
A-IV-3

A-IV-4
A-IV-5

A-IV-6
A-IV-7
A-iV-8
A-IV-9

Three- and Six-Month Follow-up 216

industrial Distribution of Firms Interviewed 225

Type of Firms Contacted 226

M.-uie and Minority Characteristics 227
Penetration of the Labor Market 228
Skills Shortage Effects 231

Employer Compensation for Skills Shortage
Deficiency - 232

Distribution of Responses--Employer Panicipatidn
Appraisal of MDTA Trainees (number) 240
Appraisal of MDTA Trainees (percentages) . 241
Recruiting Sources (city) 243

Recruiting Sources (industry) 246

Screening Devices 250 .

Layoff-Recall History of Firms 254

Internal Training Activities 256

Overview of ES Actlvities 300

Distribution of New Openings by Skill-Level
Cluster 301 :

Distribution of Placements 304 ,
Size and Coverage of BLS Job Vacancy 312
JOLT Quarterly Report on Job Opportunities 313

Ratio of Manufacturing to Total Nonagricultural
Wage and Salary Employment 317

Types of Data Available 318

Comparison of Vacancies with Job Orders in
Manufacturing 319

JOLT Vacancies~--Milwaukee 322

JOLT Long-Term Vacancies--Milwaukee 323
JOLT Vacancies--Miami 324

JOLT Long-Term Vacancies--Miami 325

vi

6

234

—— e ——— e ——— -+ —— =




.

Table

A-IV-10
A-IV-11
A-T7-12
A-IV-13

A-IV-14

:\-VI-l ‘
A-VI-2

5.5

JOLT Vacancies--St. Louis 326
JOLT Long-Term Vacancies--St, Louis 327
JOLT Long-Term Vacancies More than Once 329

JOLT Vacancies--Long-Term Openings Mo re than
Once 330

Comparison of Federal- and State-Level Job Titles
and Skill Levels 334

Percentage of Enrollee Characteristics Not Reported (city) 355

Percenmge of Enrollee Characteristics Not Reported
(occupations) 356

LIST OF FIGURES

' Example of IOl 156

Example of Training Programs in I0I 157
Major Inhibitors in the "World" of MOTA 167
"World" of MDTA Minus Major Inhibitors 167

Relationship of MDTA Institutional Training to
Occupations in Demand 171

vii




ACKNOWLEDGMENTS

The cooperation and assistance of many individuils, institutions, and or-
ganizations were required to perform this study. With unfailing gene rosity and a
sincere desire to commwunicate the problems involved in operating the M )TA in-
stitutional manpower training svstem, federal, state, and local administrators
and operating staff provided ORC with data and access to personnel and records,
Most important, they provided that clement of which they had the least--their time.
ORC, therefore, expresses its appreciation to all the Employment Service and
Vocational Liducation admiaistrators and "firing line" pcrsonnc! with whom the re-
scarch teams had contact during the coursce of this evaluation,

Williain O. Ross, Director of Rescarch and Analysis, National Alliance of
Businessmen, went out of his way to casurc that ORC had the cooperation and as-
siztance of NAB officials in identifying employers in cach of the sample arcas to
participate in the employer interview phase of the evaluation, Mrt. Ross's help,
coupled with assistance received from the U.S. Chamber of Commerce and Em-
ployment Scrvice staff, was invaluable in carrying out this phase of the project.

Because of their proximity to ORC's San I'rancisco office, officials of the
Regiona) Office of the U.S. Department of Labor and the San Francisco and Sacra-
mento offices of the California Department of Human Resources Development were
tapped for documents, information, and advice, They were always patient and
helpful in “providing, " "looking things up, " and "explaining, *'

Mg, James Neto, Northern California Labor Market Analyst, California
Department of Human Resources, provided ORC with material and gave unstintingly
of his tiyne and knowledge. The depth and breadth of that knowledge was of invalu-
able help 7o ORC. He earned the gratitude of the entire staff,

ORC staff members who participated in this study are as follows:

Ann Carol Brown Garth L. Mangum
Donald C. Bullock Sara C, Nelson
Jay C. Fantz Willis Nordlund
Ellsworth C, Hall ~ Juan Pelaez-Gary
Robin B, Hatfield David Popkin
M:.riam Johnson Philip Silvers
lacqueline T, Keeles Joel Solomon

Burton W, Lewis John Walsh




Chapter One

MDTA Training and Skills Shortages:
Summary of an Evaluation

Listed first amoag the ‘original findings and purposes of the Manpower De-
velopment and Training Act (MDTA) in 1962 was the alleviation of skills shortages.
Training the unemployed and underemployed was fifth in the listing. A 1966 pro-
gram diréctive specified that 65 percent of MDTA training funds should be expended
upon training the disadvant_ag‘ed. while the remaining 35 percent should be allocated
to the skills shortage assignment. Therefore, it was appropriate in a series of
evaluations undertaken in the tentﬁ year. of MDTA's lifé to assess the extent to
which if has trained eligible people to fill skills shortage occupatioﬁs.

After studying thé role of MDTA institutional training in a _samﬁle of 14 |
labor markets scattered throughout the nation, we conicluded that, at least
for the period of time encompas.:sed by the study, no significant impact upon skills
shortages can be identified. This report analyzes and records why this was so.

The primary reason was the lack of skills shortages within the reach of

MDTA's limited training duration. However, had such shortages existed, there

was neither a methed for identifying them nor a clear assignment and commit-

ment for filling them..




This summary chapter clarifies the objectives of the evaluation, sum-
marizes the findings, explores the meaning of “skills shortage,” and cxpinds upon

and explains this negative result,

NATURE OF THE EVALUATION ASSIGNMENT
The assignment of this evéluatiou was:
(1) To ide'ntify occupations in which there are persisten: iocal and

regional shortages of workers with the requisite skills available

to employers and which arc suitable to institutional manpower
traihing programs

(2) To determine and quantify the extent to which training has been |
conducted in these occupations -

(3) To assecss the effe;tiveness of institutional man;;ower training in
providing édequately trained and job-ready manpower on a timely
basis in response fo enip_loyerS' needs in the occupations pursuant
to (1) above

(4) To identify those factors of common or broad applicability which

| are the. principal inhibitors of program effectiveness. This in-
¢cludes not only factors inherent in program concept, design, and
operation, but also external factors, such as labor market condi-

tions, hiring and employment practices, credentialing, etc. !

IRFP 7102--Effectiveness of Institutional Manpower Training in Meeting
Employers' Necds in Skill Shortage Occupations, Manpower Administration,
U.S. Department of Labor, Exhibit "A” (jJanuary 12, 1971), p. 1.
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The first objective constituted the primary purposce of the evialuation; the
others deperded tpon whether or not it could be accomplished. | But that prmary
objective had within it three lurking traps which had to be avoided or surmounted

hefore evaluation could even begin:

~v

- ) An accepted definition of the terim "skills shortage' had to be identified
or achieved.

o A means or system had to he discovered or developed for identifying skills

shortage occupations on a local and regional basis.
° An acceptable mcaning had to be achieved for the phrase “suitable for insti-

tutional manpower training programs."”

Tollowing a summary statement of the findings reiated to each of the four
objectives, the conceptual problems are discussed and a fuller summary explor -
ation of the findings is provided,

OVERALL CONCLUSIONS

The overall conclusion related to the four major chizciivas of the study can
be stated succi'ncllyi

1. No system exists for defining' or identifying skills shortage occu-
pations at the local level, Occupational demand information is based mainly
on Employment Service (ES) transactions which account for only a minor propor -
tion of total lahor turnover in any given area.

2. There were 68 occupations substmable withii: 12 training clusters
which were identifiable as in demand but were subject to little or no training.

However, therc was no assurance that training in these occupations would have




resulted in higher placement rates, steadier employment, or higher earnings than

resulted from the occupations in which training occurred. With limited budgets

administrators faced "either /or' choices and by and large remained with those

providing the most favorable experience.

—v

3. There were 108 demanded occupations for which MDTA training
could have been provided legally but for which training would have required a
longer period at a higher per trainee cost than currently practiced. However,
one cannot be sit.;e that MDTA trzinees, many of them disadvantaged, would be
able to compete successfully with those trained in other public or private schools.
Timeliness was not an issue. Most institutional programs are for occupations in
which turnover rates are high, or in which there is a relatively continuous and
persistent demand. The question of "timeliness, " therefore, is not of paramount
importance. There are always openings for clerical workers, welders, workers
in the health field, auto mechanics, auto body repairmen, and production machine

operators in most areas. Most employers have no opinions regarding the time-

liness of institutional training. This may reflect the fact that they have experienced
few "skills shortages™ over the past three years, or it may be that they do not con-
sider MDT A institutional training a source for highly skilled workers.

4. A major inhibitor to training in occupations, which hased on ES
transactions and want-ad analyses, appeared to he in demand was current practice :
restricting training to shorter periods and lower per capita expenditures than
authonized in law. The moét serious inhibitor, however, may have been lack of

a system for identifying accupations in high demand and in reach of MDTA ’

Q 12 ’
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institutional training. How seriously this deficiency may have impeded the pro-
gram cannot be known without knowing which demand occupations went undiscovered.
Union opposition involved a significant number of occupations. However, since

they were primarily traditional, appreaticeable cralts in‘construction and printing,
it would be necessary for objectivity to balance this opposition to institutional train-
ing with the extent of union involvement and cooperation in apprentice outreach
activities, *

DEFINITIONS OF SKILLS SHORTAGE

The literature of labor economics contains lengthy discussions of the terms
"labor shortage” or "skills shortage, " none of which ever achieved definitive
results. In common parlance, a shortage exists when employers seek to hire
more workers than appear ready to accept their offers. But why? Perhaps all
workers with the requisite expericiace arc already employed; but :cannot demand-
ing employers hire them away from their present jobs? Perhaps the apparen
shortage is only unwillingness to offer the pay and nonpecuniary advantages ncc-
essary to attract workers from altcrnative activities. Few skills are really
unique. If no one is available with the precise skills and experiences, can no onc
be attracted with adequate related skill? Skill requirements are noticeably flexible,
rising in slack labor markets as people become available and loosening as jobs get
harder to fill. Most production activities involve some combination of natural,
capital, and human resources. What prevents the employer from compensating for
manpower stringencies by changing these combinations? If not enough people with

desircd skills are available, ‘'why aren't employers expanding training activitics?

|
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Perhaps time is the critical factor. Traditional stm‘ic cquilibrium analyses
in which economists cross demand and supply curves abolishes by definition the
whole concept of shortages. At the equilibrium point, the number of persons em-
ployers are willing to hire at that wage is exactly equal to the number who are
willing to work. The number ""demanded” and "supplied” can diverge only when
there is a gap between the wage offered and that expected, but the persistent ten-
dency is to move toward equilibrium. However, in the real world all adjustments
take time, and there are disequilibrating as well as eqpilibrating forces.

The nearest labor economists have come to a satisfactory definition of
labor sihortage rests upon that time dimension. It is a situation in which the de-
mand for labor in a particular occupation i§ rising faster than adjustmen:s can
occur, even though wages rise more rapidly than the average to attract workers
from other pursuits.

The definitional problem for this evaluation is twofold: (1) How can the
MDTA administrator assigned to alleviate skills shortages identify ﬁem, and
(2) how can the evaluator deter mine whether the administrator has been success-
ful? As will be pointed out below, the problem of obtaining data on supply and
demand is overwhelming, but even if data were available, interpreting it would be
even more difficult. The most that could be expected would be data on the number
of employers seeking workers and workers seeking jobs in particular occupations.
If the former exceeds the latter, is the problem lack of workers with requisite
skills, relative unattractiveness of the job offers, institutional barriers which

prevent matching supply and demand, or just the necessary time for adjustment?

14




Not only are data nowhere available on job seekers and job vacancies, but
employed workers might accept better jobs if they knew of them, and employers

without explicit vacancies might hire extraordinarily qualified workers if they

happened upon them. No central point exists at which thosc seeking either jobs
; or employees are identificd and measured. The closest approach is.the appli-
cations and job orders at the public employment service. Newspaper want ads,
union hiring halls and private employment agericies are other examples but alto-
gether account for only a minor proportion of the total hiring transactions.

But even where employer job orders or worker applications are identified,
no means exists for identifying "'skills shortages.” An accumulation of job orders
in a particular occupation may mean:

(1)  That the jobs, pay. and working conditions are not sufficiently

attractive to attract workers

(2) That available or potential job seekers have not heard oi the
cpenings
(3) That the openings are in occupations which experience high turn-

over and a continuing need for new hires

(4) That the occupatioﬁ is sufficiently large that openings are fre-
quent, even though turnover is not high

(5) That barriers to the eniry of available workers exist

(6) That there are in fact shortages of persons with the requisite

skills to permorm the required tasks.
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All of these issues ORC confronted in attempting to assess MDTA's impact

upon skills shortages. Many occupations wherein skills shortages might be ex-
pected require training beyond the reach of MDTA. Clerical and health occupations
(areas of intense MDTA involvement) experience high turnover, even though they
are relatively attractive jobs, simply because the incumbents are predominantly
female. Low-skill/low-pay occupations in hospitals, restauraants, etc., are hard
to fill because they are undesirable and are characterized by high turno.ver. Weld-
ing, the metal machine trades, auto mechanics, and auto hody repair are not or-
dinarily high-turnover occupations but are so widespread that openings are usually
available. Some complain that apprentice entrance requirements are too high and
training too long, creating "false" shortages. Licensure, discrimination, or
plain lack of information may block those who could perform the work.

Employers are constantly adapting to the available supply of labor--in the
short run in their screening procedures, hiring requirements, and overtime prac-
tices; in the longer run, in redesigning jobs and designing and introducing technol-
ogy. Inthat range of occupations within the scope of MDTA, shortages of experi-
enced workers is much more likely than shortages of those with entry-level skills.
And experience requirements are especially flexible, depending upon the relative
status of supply and demand.

These definitions and practical probleims set limits to the ability to answer
the basic question of MDTA's impact on skills shortages. In any period, the
possibilities would be only to identify occupations in demand and make judgments

of the reasons for difficulty in filling those demands. By happenstance, the study

16
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occurred-during a recession and no employer interviewed reported having ¢xperi-
enced a "skills shortage” n recent ycars; In fact, most adinitted raising their
hiring requirements as cconomic conditions declined.

The study identified from available sources those occupations expericncing
relatively high demand, scgregated those within the scope of MDTA institutional
training, and then assessed the impact of MDTA in meeting those demands.

MAJOR FINDINGS

Searching for skills shortage occupations, ORC researchers examined ES
hard-to-fill job orders and other data, performed a want-ad analysis, interviewed
23 or more cmployers in each of 14 labor market areas, and interviewed local ES
personnel, union representatives, state and local apprenticeship officials, and
others 1nvolved and knowledgeable about manpower conditions. The difficulties
of defining and measuring skills shortages made it necessary to broaden the search
to thosc occupations in persx_istgnt demand which had substantial skill content.

Analysis of Demand Occupations

In all, 905 occupations were identified which were in demand in one or
more of the 14 areas. Thosc suitable for MDTA were segregated from the total,
the extent to which MDTA training was already occurring in these occupations was
nmeasured, and the inhibitors preventing greater use of MDTA to meet the demands
in these occupations were assessed. That analysis identified 156 occupations in
dema..d, suitabie for MDTA, no: sub;.ct 10 overwhelming legal and political
inhibitons and involving substantial skill content. But training had occurred 1n

85 of these, leaving an unexploited field of 68 occupations.

M
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The analysis proceeded as follows:
o Total demand occupations: 905
° Unsuitable for MDTA by reason: 749, of which therc were:
-- Outside legal scope of MDTA: 44 |
-- Lacking substantial skill content: 378
-- Trainable \k;thin allowable 104 wecks
but not within current administratively
limited length of training: 108
-- Union opposition: 77
-- Licensing and credentiali'ng requirements: 5

-- Against MDTA regulations: 17

-- Employer hiring requirements: 7
o Remaining occupations: 156, with
-- Number in which MDTA training occurred: 88
°® Suitable gnd uninhibited occupations without MDTA
training: 68

Among the reasons for unsuitability, the first two do not inhibit the pro-
gram but merely eliminate those occﬁpations requiring training beyond the 104
weeks authorized by the MDTA legislation or which do not involve sufficient skill
content to justify institutional training. Licensing and credentialing regulations,
nationai MDTA administrative decisions on appropriateness, and employer hiring
practices are not major inhibitors of the institutional program. Only the brevity

of training under current practices and union opposition loomed as significant

g




inhibitors. Lack of a system for identifying demand occupiations may be an inhibi-

tor, depending on whether any unidentiﬁed shortages or demand occupitions exist.
How serious are the shortages reflected by the 68 suitable but aontraining
occupations? Why has not such training occurred? MDTA training rarely occurs
for speciiic occupations. Thus, the 68 nontraining occupations identified can be
subsumed into seven clusters (Table 1-1) which in aggregate had been allocated
only a little over 300 out of a total of more than 11,000 MDTA slots available in

the 14 areas within the three fiscal years studied.

TABLE 1-1

Suitable Occupations in Which No Training Occurred
(Fourteen areas)?

Cluster Number of Occupations MDTA Slots

Draftsmen 12 1690

Noamecdical technicians and
assistants 17 None

Bookkecping and accounting 5 None®
Computcr and data processing 3 None
Woodworking occupations 18 80

Truck and heavy equipment
mechanics 35

Heating, cooling, and air
conditioning 1 30

TOTAL 68

2Data compiled by Olympus Research Corporation.
bMost drafting is for one occupation: 'mechanical draftsman.’
€Excluding "accountant” or "CPA™




Since funds spent for training in one ovcupation cannot be spent in another,
the relevant question is "Why choosc those occupations in which wraining occurred
in preference for those which were suitable but not chosen for training?'” Table 1-2

lists the occupations in which training occurred by their rclative importance.

\ As Tai:'e 1-2 indicates, 56 occupations accounted for more than 83 perccnt

of all institutional slots in the 14 cities. In fact, 73 percent of the slots fell into

TABLE 1-2

Overview of MDTA Institutional Training for Fourteen Areas
(Fiscal years 1969-71)2

No. of : No. of Percentage of
Cluster Occupations Slots Total Slots
Clerical 10 3,605 31.7%
Automotive 13 : 1,360 12.0
Medical occupations 9 1,113 9.8
Welding 4 1,093 9.6
Machine trades (metal) S 1,054 9.3
Upholsterer/alteration
tailor 2 458 4.0

Nonauto repair 11 407 3.6
Food services 4 412 3.6
All other 32 1,865 16.4

TOTAL 90 - 11,367 100. 0

3Data compiled by Olympus Research Corporation.




five occupational clusters. Yet the narrowness does not indicate an absence of ex-

periment or an unwillingness to broaden offerings. Occupations outside the basic

areas are frequently tried but rarely survive beyond one year. Completion and

-

) placement rates drop below existing norms and administrators flee to the safety of

familiar courses and predictable performances. Change is more likely where in-

vesanent in facilities and equipment is less, but the fact remains that the persisting

training occupations are those where completions and placements are more consistent.
Careful examination of the detailed occupations identified from the demand

sources and those underlying the training clusters in the 14 areas suggests the

following conclusions:

® MDTA was training heavily in five clusters which had high demand ratings:
clerical, auto mechanics, welding, medical occupations (except LPN), and
mechanical drafting. It should be mentioned that on a nationwide basis
6 percent of all institutional slots (in fiscal year 1972) were for LPN.

® In the sample areas there was very little institutional training in r.hé follow-
ing occupations with high demand ratings: LPN, building maintenance, elec-
tricity and electronics occupations, carpenter, assembler, sales clerk,
upholsterer, and heating, cooling, and air conditioning occupations.

° There was no institutional training in the following high-demand occupations:

' bookkeeping and accounting, keypunch operator, 2 shipping and receiving

occupations, wholesale sales occupations, electrician, bricklayer, plumber,

transportation occupations, sheet metal worker, and roofer.

20n a national level, in fiscal year 1971, a total of 1,311 persons were en-
rolled in keypunch operator and related data processing occupations.

ERIC R
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° There was heavy MIYTA iastitutional training in the following medium demand
occupations: aurse’s aide, food preparation, metal machine occupations,
and auto body repair.

By elimirating all of the above occupations which, for one rcason or another,
are. not suitable for MDTA institutional traiming, only four groups of occupations
with substantial skill conteat in which there is little or no MDTA training are left:
electricity and electronics occupations, bookkceping and accounting occupations,
keypuach operator (see footnote 2), and wholesale sales occupations. To these,
scgments of the heating, cooling, and air conditioning cluster and LPN could be
added in some areas. Ncevertheless, the tact remains that MDTA planners persist
in the traditional occupations because those arce the arcas in which they have had
the greatest placement success. There 1s no cvidence that shifting to the uncxploited
occupational groups would increcasc program success,

National Shortage Occupations

The U.S. Department of Labor (DOL) requested the evaluators to assess the
effectivencss of MDTA in training ifor four clusters of occupations which are con-
sidered “national shortages': medical (or hc51ﬂ1). environmental, law enforce-
ment occupations, and construction trades.

Medical (or Hcalth)

Nearly 10 percent of all institutional slots werc in the medical or health occu-
pations ciuster. Moreover, the range of occupations within the cluster was quite
wide. The health occupations cluster, excluding LPN and the nurse refresher

coursc, had the highest placement rate of any institutional program and even more

22
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surprising, was scrving the most disadvantaged clicntele.  LPN and nurse re-
fresher courses which served the least disadvantaged clienicle had the scecond
highest performance rating.

Environmental, Law Enforcement, and Construction Trades

Four cities allocated a total of 208 slots to environmental occupations; three
citics allocated a total of 90 slots to the construction trades; only 20 slots in one
city had been allocated to law enforcement (on a national basis, however, the
"protection service” training being.given through Project Traasition is significant
1 the 1aw enforcement field). It is too carly to assess the effectiveness of these
courses, although preliminary returns show that initial placement rates were
high, but after six months few carollees in these courses remained in training-
rclated ‘obs.

Major Ithibitors

Therc are six inhibitors of MDTA training in demanded occupations:
(1) short length of training coupled with emphasis on scrving the disadvantaged;
(2) the lack of a system for collecting, synthesizing, and storing occupational
information at the local level; (3) the scarcity of funds; (4) union opposition
in some occupational arcas; (5) the tendency of newly crecated MDTA institutions
to move toward a "stable” situation; and (6) employer hiring practices. Only
the rirst three appear to have a significant effcct.

Length of ‘I'raining

Faced with limited funds far ¢xcecded by program eligibility, administrators

have preferred a lean program for maximum enroliment to a rich program for a
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few., Thc number of occupations in which disadvantaged people can be trained to
even entry levels in an average of 29 weeks is limited. There is no evidence it

replacement of the present training occupations by others accessible within the

29-week average would improve results. There is reason to believe that expand-
ing to a full 104 wecks would not only improve results by accessing new and higher
skilled occupations, it is also likely that a longer training period would multiply
success in some of the current training offerings.

Lack of Occupational Information

The almost total lack of a system to provide planners with synthesized, easy

to understand, demand information at the local level may be the most significant

of the six major inhibitors. Lacking information, administrators are morc likely
lo stay within the rclatively narrow range of occupational offerings which have been
shown to produce reasonable success in institutional manpower training programs.

Scarcity of Funds

MDTA allocations are inadequate to meet the needs for training in any given
city or area. The question, therefare, is not one of broadening an existing pro-
gram but of selecting which occupations are the most suitable for a limited pro-
gram. There is a natural reluctance to drop existing courses because to do so
necessitates the purchase of new equipment and curricula materials, thereby de-

creasing the portion of funds available for actual training.

Union Opposition

Union opposition, or what MDTA planners assume to be union opposition,

occurs mainly in the construction and printing trades. A few breakthroughs have
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been made in these areas, but for the most part, both are considered "untouchable”

by MDTA planners at the local and statc levels. Union opposition was most signif-

icant in the analysis of occupations which appear in demand in seven cities or
more where it accounts for a 12 percent reduction in the MDTA "world."”

Necd for Stability

Newly created MDTA institutions, such as Skills Centers and large multi-
occupation centers, are not exempt from the institutional tendency to strive toward ‘
“stability." If a Skills Center's offerings were to change every year, the Skills
Center would be in a perpetual state of turmoil. Skills Centers have no objections
to broadening their occupational offerings (provided that adequate funds are avail-
able), but understandably, they do resist changes in existing occupational offerings.

Employer Hiring Practices

It is impossible to document the extent to which employer hiring practices
limit the occupational range of MDTA training. It is obvious that civil service
regulations constitute a formidable barrier in the public sector, but in the private
sector, there are few formal, or written, screening mechanisms which work
against MDTA trainces. There were indicators that in a loose labor market. the
lack of a high school diploma was used by employers to screen out applicants, and
in many of the survey areas, ES personnel, union officials, and even some em-

ployers werc frank to say that black applicants could aot be hired in certain

occyupations,
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SOURCES OF OCCUPATIONAL DATA

e e

Underlying the MDTA institutional training assignment are four assumptions:
(1) Training occurs in occupations where there arc "reasonable” expec-

tations of employment,

v

l“ (2) These will be occupations in high demand, including those where

shortages of workers with requisite skills occur.

(3) A data system cxists for identifying those occupations.,

(+4) There is an official policy to allocate 65 percent of th.e slots to the
disadvantaged, using the remaining 35 percent for the filling of skills

shortages.

The fact that most unemployed workers who seek jobs after training find them

gives reasonable support to the first assumption. As already stated, the tendency
is to wain in demanded occupations within the scope of present practices on training
length, but no significant skills shortages could be identified within that scope.

The third and fouffﬁ assumptions a:;e simply untrue. To reverse their order
and get the fourth assumption out of the way, the 65 percent disadvantaged criterion
is used after the fact as a test of MDTA's appropriateness. There is no policy,
dircctive, or system tor allocation of any proportion to skills shortages. The
35 percent is mercly _use;l to justify enrollments of the disadvantaged at less than
100 percent.

Surveys of data sources reveal no national sources of skills shortage infor-
mation. The closest approach was the lists of hard-to-fill jobh orders from Arca

Manpower Reviews (AMR) of the United States Training and Employment Service

<6
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(USTES). Information exists on cimployment and foraecasts by occupation and indus -
try, but none of it relates supply and demand in any way useful to MDTA planners.,
They also reveal no skills shortage information as part of the state and local offices

of the public ES. Outstanding were the following points:

—

) The research and statistics (R & §) staffs of state and local ESs are totally
removed from the MDTA planning process, are rarely asked for help, scldom
supply it, and have little usefulness to offer emanating from their current
functions,

° None of the information on local office job orders and applicant services
recorded in the compﬁlerized information systems of Job Bank, Employment
Service Automatic Reporting System (ESARS), or Job Order and Labor Turn-
over (JOLT) in the 14 areas found their way in usable form into the hands of
MDTA planncrs.

° Hard-to-fill job orders listed in AMRs were the only state or local compi- |
lations of occupations bearing any relation to skills shortages. However,
there werc typically unattractive jobs or those bcyond the scope of MDTA.

° Olympus Researc.h Corporation (ORC) researchers examined ES wansactions
to determine whether any unexploited information sources existed. It appears
that potentially useful information exists, but there is no system for storing,
analyzing, and retrieving such information.

@ The JOLT system is potentially valuable in identifying job vacancies (different

from skills shortages) but is limited to manufacturing and cxists only in a

few areas.




The MDTA planning system (consisting of an MT-1 writer, a selection and
referral officer (SRO), on-site directors of training institutions, CAMPS,
MDTA advisory committees, participating employers, and unions) does func-
tion, though haphazardly, but depends for future training decisions primarily
upon the placement success of past courses.

Extensive intcrviews with ES staffs revealed, in general, remarkably little
knowledge concerning the supply and demand conditions in the local labor
markets they served.

No guidelir;es are currently provided for the direction and assistance of
MDTA personnel. The MDT A Handbook is considered obsolete by national,
state, and local staffs. New guidelines have been prepared but have not

been released to the field.

EMPLOYER ATTITUDES

A total of 25 to 30 employer interviews per city does not constitute a statis-

tically sound measure of employer opinion and practice. Nevertheless, some

useful insights were provided.

Generally speaking, employers were uninformed, unenthusiastic, and dis-

interested in MDTA institutional training. Although there were regional differ -

ences, employers had little invited-or self-initiated contact with the planners

and operators of institutional training. Few knew which institutions were partic-

ipating in MDTA or which occupations were included in the programs. Employers,

virtually without exception, shared a stereotyped image of a public training program

that was wasteful, overadministered, overstaffed and generally ill equipped
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to deal with community manpower problems. Few emplovers, however, could

justify this image or document their charges, and very often they contradicted

themselves. For example, while condemning the overall program in strong terms,
employers rated most MDTA graduates "average or better than average employees, "

and rated 70 percent as having average or better than average promotion potential.

3

This negative attitude may indicate that "horror” stories received more atten-

tion than "success” stories, but it may also be attributable to the relatively depressed
cconomic vonditions existing at the time of the survey. Most firms have not experi-
enced manpower shortages over the past three years, and in fact, have been over-
whelmed by the constant pressure of new applicants and referrals. In such a setting,
employers arc not apt to be open minded ahout public training programs.
Most employers, especially those who hire large numbers of semiskilled
workers, prefer on-the-job (OJT) training (their own as opposed to public OJT ;;ro-
. grams) over institutional training., Craft employers, for the most part, do not

believe that institutional programs are producing workers with skills adequate to

compete in the craft market. The basis of this criticism may be the relatively
short length of most institutional programs. liowever, employer preference for
OJT is bascd upon the employers' contention that it does not take six months to

train, for cxample, a machine operator. Many employers maintain that they

st

could do the job in two weeks if they had a properly motivated individual.

Other highlights from the employcr interviews were as follows:

@  More than 60 percent of all hires werc direct transactions between employers

and applicants.
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® The most comﬁum adjustment to a skills shortage was to work cmployccQ
overtime.

° No real breakthrough had been made in the area of public employment. Civil
service regulations arc still a major barrier to MDTA enrollees,

° Employer screening devices generally consist of a check of the prospéctive
employee's application form and a person-to-person interview. Although
educational credentials are not a formal criteriod, the lack of a high school
diploma works against applicants in a loose labor market.

CONCLUSIONS

These conclusions regarding the effectiveness of institutional training in
meeting cmployers' needs in skills shortage occupations are different from those
that were anticipated by ORC staff at the beginning of this evaluation project. In
retrospect, it would have been quite easy to collect shortage information and com-
pare it to MDTA course.‘_(_)ifcrings in the 14 cities, perhaps too easy. It would be
equally easy, .however, to conciude this evaluation with criticism of the methodol-
ogies cxisting to identify skills shortage occupations and determining their suit-
ability to institutional tfﬁining. Criticism of methodology or of research is of
little value to the policy maker, unless a better mcthodology is available and can
be used. Nevertheless, itis a fact that no accepted definition of the term "skills
shortage" exists, to say nothiﬁg of a mcthodology in current use for identifying
skills shortage occupations.

The issue goes beyond "skills shortages"; it qdcsiions whether the entire

field of occupational information is adequate at local or regional levels--adequate
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not just for MDTA institutional trainings but for \'ocauon:ﬂ education, junior and
community colleges, the joh-secking public, and brokers (interviewers, counsclors,
Job developers, placement officers, etc.) who arc charged with the public function
of helping the unemployed to find employment. When considered in this light, the
absence of usable occupational data at the local level is very serious indeed.

A major finding and coﬁclusion of this report is that no system exists for
defining or identifying skills shortage occupations at the local level, despite the
introduction of computerized data géthcring systems, the existence of a national
industrial matrix, the methodologies for forecastin'g national occupational needs,
applicant information (including unemployment insurance {Ul] transactions), and
other valid scurces of information. No system exists for synthesizing and storing
occupational information cmanating froim many sources. For the most part, the
R & S staffs of ES arc operating as ficld staffs to generate aggregate data that are
uscd in identifying national or state trends: they are not providing staff services
to the operating arms of ES. As a result, planning is left to thosc least capable
of unde;'standing complicated information-gathering systems and methodologies for
identifying demand or skills shortage occupations, or for making occupational
forecasts.

If infor mation generated by Job Bank, ESARS, Employment Service On-line
Placemcnt System (ESOP), and JOLT could be adapted for local use and staff could be
trained in how to apply national mat'ri.ces and methodologies to local areas, the
situation would be much imprc;ved. At the present time, however, the computer-

ized systems, if utilized at all, are used to evaluate local office performance
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rather than to help improve performance or to gain insights into the occupational

needs of communities.,
ORC's conclusions are as follows:

(1) MDTA is training in occupations which, based on ES activities, are

—

demand occupations. However, 73 percent of all MDTA slots are in
. five occupational clusters: clerical, automotive, health occupations,

welding, and metal machine trades. If upholsterer/alteration tailor,

nonauto repair, and food services are added to the above-named clus-
ters, a total of 83 percent of all MDTA slots are accounted for.

(2) A total of 32 occupations accaint for 16.4 perceant of all institutional

| training slots. Included among these are many 'noatraditional” pro-
grams which have been tried for a year and then dropped because of
poor performance results. One of the primary reasons for the failure

of these courses appeai's to be lack of knowicdge about the kind of

training required to assure success.
(3)  Mational and statewide forecasts of expanding industries and occupa-

tions are available, but they are of little use to planners at the local

level.

(4) The MDT A Handbook is absolete; thus, there arc no guidelines cur-
reatly in effect with respect to taining for skills shortage occupa-
tions, though experimentation has begun in a few areas with eaviron-
mental, law enforcement, child-care, and construction occupations,

all of which are considered national skills shortages.
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(7)

Employers have experienced few skills shortages over the past three

vears. The occupations they do cite arve geacrally those i which

there is a good deal of MDTA institutional tranning, and they are gon-
crally reflected on ES hard-to-fill order lists and want ads.

Most Cooperative Arca Manpower Planning System (CAMPS) committees
in the areas visited weré in a state of transition from an ES-dominated
operation to a city, county, or state governn{ent operation. They had not
yet begun to emerge as planning mechanisms. Their effect on the identi-

fication of occupations for MDTA institutional training was negligible.

The only mechanisms available for taking employer nceds inio account
are: CAMPS committees, MDTA advisory committees, erﬁployer sur -
veys, and s'chool technical committees.

(a) CAMPS cohminees have not yet devised a mechanism for re-
ceiving employer inputs. In the past, employer participation
in CAMPS has had public relations value but very little value
in identifying or justifying institutional manpower programs.

Most employers do not make occupational projections and

know very little about employer needs in their own industrics,
to say nothing of othcr industries. The only way, therefore,
to obtain valid employer input would be through the usc of
formal surveys.

(h) MDTA advisory committees do not exist, or are not funciion-

ing, in 12 of the 14 sample areas.
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Employcr surveys, mostly informal, are conducted by ES
personnel, but only for justifying proposed new programs or
the Ircfunding of existing programs,
With regard to school technical committees, these generally
disband or become inoperative shortly after a course has been
set up.-
The most important source of employer input into curricula is
through instructor-employer relations. Many instructors have
excellent relationships with employers in their particular
trades. These relationships are invaluable in creating real-
istic coursec offerings. h
Union opposition to institutional training reduces the MDTA "world"
by about 12 percent. Most of this o?_position occurs in the construc-
tion and printing trades. Although un'io'ns do not have veto power over '
proposed institutional projc cts; union-controlled labor markets arc
generally considered "forbidden territory” by MDTA planners.

Licensing and credentialing regulations do not reduce the MDTA

"world" by a significant amount. ORC was unable to identify any

labor protective laws or regulations which limit the ability of institu-

tional training to respond to employers' needs.
Although it is difficult to document barriers to MDTA training caused
by employer hiring requirements, these were iudications that in a

loose labor market, employers use educational criteria, such as a
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high school diploma, as a screen. Insome areas, cmployer relie-
tance to hire minorities makes the placement process difficult. ‘fhe
most formidable employer barrier to institutional training is civil

service regulations in the public sector,

=

- (11)  The most serious barriers to the institutional training programs are
the following:
(a) The lack of a system for collecting, synthesizing, and storing

occupational information

(b) The scarcity of funds

(c) The short length of training coupled with emphasis on serving
the disadvantaged -

(d) The tendency of newly created MDTA institutions to resist
changes in occupational offerings

(12)  Employers rate most MDTA graduates as "average or above™; more

than 70 percent were rated as having an average or better promotion
potential. On the debit side, nearly 16 percent were rated "pooriy
motivated," 13 percent "poor attitude, 16 percent "poor attendance,"
and 15 percent "poor in promptness."

(13) Employers said very little about the "timeliness' of institutional train-
ing. This is probably because the occupations in which MDTA trainces
are hired are high-turnover jobs or large occupations in which there
is a continuous number of openings on the market and an equal number

of workers to fill them. It may also be because employers do not
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(14)

consider MDTA institutional training a source for filling high-skull
shortage occupations.

Although the employer interview: sample was heavily weighted in favor
of employers who had participated in some aspect of the institutional
training program, very few had been consulted regarding occupations
in which training is being offered or in the planning and timing of such
courses, A fzw had participated on CAMPS committecs, but none on
MDTA advisory committegs. Many employers did state that they were
connected with the National Alliance of Businessmen-job Opportunities
in the Business Sector (NAB-JOBS) program, or a local vocational edu-

cation institution. Their participation in the planning of institutional

training, however, was minimal.
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Chapter Two

introduction

The Manpower Development and Training Act is currently celebrating its
tenth anniversary. Passed in March 1962 and first funded in September of that

year, MDTA was the first (with the exception of 2 modest retraining program

under the Area Redevelopment Act) of a series of programs initiated by Congress
during the 1960s to solve or alleviate "manpower problems."” The justification
for the passage of MDTA, however, was different from the rationale used to
justify manpower programs under the Economic Opportunity Act, with its Job
Corps, Neighborhood Youth Corps, Operation Mainstream, New Careers, S;pecial
Impact, etc. MDTA was not designed as an “antipoverty" program; rather it

was designed as a tool for alleviating the problem of "structural unemployment"

caused by automation, changing consumer demands, and the movement of
industries from their traditional sites to new areas‘a‘)bf the country,

The basic rationale for MDTA was that while many workers were being
displaced by one or more of these factors, employers in other industries were -

having difficulties in finding qualified workers in many occupations. The

"obvious" solution was to retrain displaced workers to fill existing "shortage"
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occupations. The original thrust of MDTA, therefore, was to "enable unemployed

persons, primarily heads of families, whose skills have become obsolcte, to

acquire new skills which are in demand in the labor market. ~1 MDTA had other -

purposes: to aid underemployed workers (maialy rural) in improving and upgrac-

ing their skills, 10 assist youth 16 years of age and over (dropouts from high

school), to acquire higher leveis of preparation for permanent jobs in the labar

market, and to conduct experiménta.l and demonstration projects to aid those who

later became known as "the disadvantaged" to become more employable. The

major targets of MDTA, however, were unemployed and underemployed workers

who had at least three years of experience in gainful employment and whose skills

had become obsolete for one or more reasons.

To fulfill the purposes of MDTA, procedures were designed to identify

"demand" or “shortage' occupations and to screen, select, and refer applicants

for MDTA training, The Act provided that training be given only in those occu-

pations for which there are "reasonable expectations of employment." Interpre-

tation of this clause by the states varied, but for the most part it was given a
strict interpretation; i.e., the states were reluctant to propose training pro-
grams unless they could prove beyond a doubt (even to the e#ent of requiring
promises of jobs at the end of the trairpng period in some cases) that therc were

reasonable expectations of employment in the occupational training proposed,

1Burcau of Employment Security, U,S. Department of Labor, Manpower
Development and Training Handbook (Washington, D,C.: U.S, Government

Printing Office, August 27, 1962), ch. IV, p.1.




The guidelines for selecting applicants for MDTA training were equally
strict. ES receptionists, counselors, and selection and referral officers were
required to take into account such factors as "aptitude" (to he determined either

by tests oxr occupational experience), 'personal traits, " "educational levels, ' and
"motivation."2 Clearly, "disadvantaged workers," as we have come to under-
stand that texrm today, were excluded from early MDTA training.

Justification of the Act was based primarily on a relatively high and per-

sistent unemployment rate during the 1950s and early 1960s and on the fear that

technological advances would create even more displacement in the future. There
were those who argued that economic growth, not manpower training, was the es-
sential answer to employment problems, but the argument that much unemployment
was structural in nature convinced Congress that MDTA should be passed into law.
There were corollary purposes which also had a bearing on the passage of
the Act, MDTA became the foundation of an articulated federal pelicy on manpower
development. The Act required that the President submit an annual Manpower
Report to the Congress, similar to the Economic Report of the President, thus
tying in use of the nation's human resources with policies directed toward achieving
"full employment." It also provided for research experimentation and demon-

stration to discover, test, and disseminate solutions to manpower problems.

MDTA also sought to promote change within the nation's traditional public
vocational education system, During the late 1950s and continuing into the 1960s,

vocational education became the object of a great deal of criticism. It was charged

.

2hid., pp. 9, 10.
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} that vocational education was training for obsolete occupations and that it lacked
t the flexibility to adapt to modern needs. One of the purposes of MDTA was to
L
make possible short-term training in specific ocm’ip_g'tions which were in immediate

demand and to provide vocational educators with greater flexibility in designing

prograims to meet current needs.

{ . MDTA was also the first of a series of acts which sought to change the

focus of the federal-state ES system from a primarily employexr-oriented to an

applicant-oriented emphasis. Nevertheless, state ES agencies were also expected

to identify and document employer needs (demand or shortage occupations) and to

base training programs on those needs. ES agencies were required to identify
potential training programs on the basis of job orderand placement activities and

to conduct employer and/or labor market surveys to verify employer needs in those
occupations. ES R & S staffs were very much involved in conducting these surveys.
In addition, DOL regulations required that MDTA advisory committees (composed

of representatives of unions, employers, training institutions, BS, and the public)

be created to advise on the appropriateness of training occupations which had been

chosen and to suggest occupations which might be appropriate for training.

CHANGING EMPHASIS

When the economy picked up in the mid-1960s, it became increasingly ap-
parent that persons with the most severe employment problems were those who
had never participated fully in the American economy; i.e., the “disadvantaged."
At the same time, new legislation passed by Congtess, notably the Economic Op.-

portunity Act, created new agencies throughout the country which began to pressure

1A
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MDTA administrators from the national to the local levels to place more cmphasis
on the cmployment problems of the "poor.” The emphasis of MDTA, therefore,

began to change from serving nondisadvantaged, displaced workers to training the

disadvantaged, or from providiug workers with advanced skills to providing the

0
!

~disadvantaged with those skills necessary for entry into the competitive labor market,
The change became complete following the riots which took blace in American

cities during the mid- and late 1960s. MDTA's regulations were changed in 1966 to

provide that at least 65 percént of MOTA institutional enrollment should be drawn

f;'om the ranks of the disadvantaged. New ways of delivering MDTA training to

the disadvantaged clientele were created, Among these were the following:

) Skills Centers: New institutions created primarily for training the dis-

advantaged. The Skills Center was designed as a one-stop center for man-
power services. In addition to offering a variety of occupational courses,
Skills Centers also provide basic education, prevocational training, coun-
scling, language training, General Educational Deveibpment (GED) training,
and some supportive \Fewices. Occupational offerings are divided into
clusters, and entry tc; and exit from Skills Centers is open ended; i.e., a
trainee can enter any time during the year and leave whenever he is "job
ready." Skills Centers are funded on a yearly rather than on a project-

by-project basis.

® Multi-occupational Projects: Similar to Skills Centers in that they offer a

varicty of occupational offerings; different only in that they do not conform

to all Skills Center critetia (e.g., no clusters, supportive services, etc.).

,41.
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Although 35 percent of MDTA funds were to be reserved for training in
selected skills shortages that accumpany declining unemployment, "3 the change
in emphasis from the nondisadvantaged to the disadvantaged had profound effects -
on the systems designed to identify training occupations and to screen, select, and
refer applicants to MDTA trdining. As carly as 1964, Congress recognized that
many ES agencies had interpreted 'reasonable expectations of employment” in too

strict a manner:

To rely on judgment, even expert judgment, requires candid recognition

of possible errors., This risk can be rcduced through experience but not
entirely avoided. On the other hand, endcavoring to reduce or eliminate
the need for judgment in an effort to avoid crror can only have the result

of raising costs prohibitively through more and more information gathering,
The resultant slowdown in the pace of the program may make it ineffectual.
Obviously a balance between the risks is required, and securing such a
balance returns us full circle to the concept of '‘reasonable” once more.
There can beno other test if the challenge is to be met with imagination
and dispatch.4

The effect of this expression of intent by the House Committee on Education
and Labor wus to relax ES regulations regarding the identification of training oc-
cupations. The advent of multi-occupational projects ("'multi's") and Skills Centers,
funded on a yearly rather than on a project-by-project basis, made it more com-
plicated to perform employer and labor market surveys. Many, if not most, ES
agencies ceased making formal surveys and began to rely increasingly on ES data,

or on the performance results of existing projects, for justification of training

3Select Subcommittee on Labor, House Committee on Education and Labor,
Manpower Development and Training Act Amendments of 1966, Hearing on Report
No. 14690, 89th Cong., Sec. Sess.,1966, p. 61.

4Report No. 861, House Committee on Education and Labor, 88th Cong.,
May 1964.




occupations. R & S staffs became less involved in MDTA planning. The cntire

system for identifying training occupations became far less regimented than in the

early days of MDTA. Likewise, screening procedures changed drastically. No

motiva-

longer could local office personnel put a premium on "personal traits,

-~ " on

tion,

educational levels, " or even "aptitude.” The process became one of

screening out the nondisadvantaged and giving priority to those whose personal

traits, educational level, and degree of motivation qualified them as disadvantaged.

MDTA, in effect, became more client than employer oriented. Nevertheless,
the system originally desiglied to identify potential training programs in occupations
for which there are reasonable expectations of employment is basically the same
today as it was ten years ago when the Act was passed, and of course, the system
applies directly to the 35 percent of MDTA which is reserved for what Congress calls
"skills shortages.” This is true, even though ES agencies are no longer consistent
in performing occupational surveys, and since the advent of CAM?S, MDTA advisory

committees (oncc powerful in the determination of training occupations) have

declined in importance and in many areas have ceased to function altogether.

This overall change in the emphasis of MDTA institutional training is of
great significance to this} particular pi'oject--an evaluation which purports to
measure the effectiveness of institutional manpower training in meeting employers*

needs in skills shortage occupations. Certainly, concentration on the disadvan-

taged is bound to have an effect on the program's effectiveness in selecting training
occupations which meet the needs of both the program's clientele and employers

and in gaining employer acceptance of .the program's graduates.
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SUMMARY OF CURRENT EVALUATIONS

MDTA is currently undergoing a series of evaluations, including the

following:

Systems Evaluation: This study, conducted by North American Rockwell

Information Systems Coxporation (NARISCO), has been completed. It ex-
amines all systems (federal, state, and local) established to administer
the institutional manpower training program,

Skills Centers: This evaluation, conducted by ORC, has also been com-

pleted. It assesses the effectiveness of MDTA Skills Centers in preparing

the disadvantaged for jobs in the U.S. labor market.

Relevance and Quality of MDTA Training: The relevance and quality project,
performed by MENTEC Corporation, examines all MDTA institutional training
(Skills Centers, multi's, experimental and demonstration [E & D), and in-
di;'idual projects) in 14 labor market areas, It has also been completed,

Outcome Study: Decision Making Information (DMI) has completed a follow-

up study on 5,000 former enrollees to determine the effect of MDTA train-
ing on their employment stability and earnings.

Individual Referral: ORC is currently conducting an evaluation of the in-
dividual referral method of delivering institutional training. It is sched-
uled for completion in July 1972,

Basic Education: NARISCO is currently conducting an evaluation of basic

education components of institutional training. It is also scheduled for

completion in July 1972, '
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Each of thesc evaluations addresses itself to a specific aspect or component
of institutional training. This report examines the effcctiveness:of institutional

training in meeting employers' needs in filling skills shoitage occupations. Its

focus is not the MDTA applicant or the various components of institutional man-

3
]

power training programs but the value of institutional training to employers. Its

four broad objectives are as follows:

° To identify occupations in which there are persistent local and regional
shortages of workers with the requisite skills available to employers and
which are suitable to institutional manpower training programs

® To determine and quantify the extent to which training has been conducted
in these occupations AR

° To assess the effectiveness of institutional manpower training in providing
adequately trained at;d job-ready manpower on a timely basis in response
to employers' needs in the occupations identified as “shortage” occupations

® To identify and define those featui'es of common or broad applicability which
are the principal inhibitors of program effectiveness. This includes not
only factors which are inherent in program concept, design, and operation,

" but also external factors such as labor market conditions, hiring and em-
ployment practices, credentialing, etc.
These four broad objectives, as stipulated in the DOL request for a
proposal (RFP), involve answers to the following specific questions:
° Wﬁé,;ﬁggccupaﬂons (for which MDTA institutional manpOWei' training is fea~

sible under existing legislation) arc among the shortage occupations? Are
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there other shortage occupations which could feasibly be part c;f an institu-
tional manpower training program? \Why are they not represented? What
proportion of institutional manpower programs (by projects and trainees)
are for these occupations?

Have workable forecasts o.f expanding industries and occupations been avail-
able ;:o institutional manpower program planners?

What are the program guidelines currenty in effect with respect to training
for shortage occupations? What are the sources of these and how were they
used? |

What are the skills needs and shortages most frequently cited by employers
in the local areas? ‘To what extent are these common to all or many areas?
Are these generally reflected in the various labor market reports of skills
shortages? To what extent are the cited shortages in occupations -
characterized as marginal or unacceptable for training as defined by the
Manpower Administration?

To what extent do local ES.‘ school authorities, and CAMPS committees
take these local needs and shortages into consideration in planning MDTA
courses? What mechanisms are there for taking employer needs into ac-
count in planning courses? Are these mechanisms being used? If so, how
effectively? If courses needed in the local setting are not being given, what
are the reasons?

What are the perceptions of employers: with respect to the performance of

employees obtained from institutional manpower programs; in regard to
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their motivation and orientation toward the work place; in regard to the
extent to which they are trained in the actual skills necded by employers;
in regard to the principal reasons for poorly trained employees?

° To what extent do employers indicate that they have had an influence on
the occupations in which institutional training 1s offered?

This report addresses itself to these specific questions in attempting to fulfill

the four overall objectives of the evaluation.

PROBLEMS IN PERFORMING THE SKILLS SHORTAGE EVALUATION

The DOL RFP called for fieldwork in 14 metropolitan areas located in
every region of the nation. It also called for the contractor to interview 25 em-
ployers in cach of the sanple areas.

The major objectivc of the evaluation is "to identify occupations in which
there are persistent local and regional shortages of workers with the requisite
skills availablc to employers and which are suitable to. institutional manpower
training programs.” If this objective is to be ac;omplished, the attempt must be
made to focus on individual occupations; i.e., actual jobs that have been or are
available in thc sample areas. Analyses of occupational areas, 'ovérall clusters of
jobs, or overall industrial breakdowns would not provide the necessary information.
Nearly all current R & S operations are gearéd toward contributing to total aggre-
gates of data, national or state trends, etc. Such information 1s of extremcly
limited value to local planners and to evaluators who are charged with measuring

the effectiveness of a program at the local level.
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Associated with this problem is the ambiguity of key terms such as "de-

mand," “skills shortage, " and "high turnover." This problem has been explored

in Chapter One. For the purposes of this evaluation, ORC accepted the definition

contained in DOL's RFP; i.e., "occupations in which there are persistent local
and regional shortages of workers with the réquisite skills available to employers,"
However, if this definition is to be useful, a good deal must be known dbout each
occupation which turns up on "demand" lists.

For éxample, building trades occupationé often appear on ES hard-to-fill
order lists and in want ads, but in most cities, vacancies in these occupations are
filled by means of union hiring hall arrangements. Job openings which are filled in
this manner are seldom listed with ES or in want ads, Those that do appear on
ES lists and in want ads could be one of the following:

° Requests for skilled craftsmen at prevailing wages, fringe benefits, and
conditions of employment, including working conditions
° Requests for skilled craftsmen below prevailing wages, fringe benefits,

and conditions of employment

° Requests for craftsmen with skills less than those placed through hiring
hall arrangements

e  Requests for semiskilled workers or laborers under the craftsman title

° Requests for skilled union craftsmen to "moonlight” on nonunion jobs
Only the first of these could be considered a skills shortage, but even it

might not be if:

° Prevailing wages and working conditions may be too low to attract suf-

ficient supply
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Artificial barriers may exist which prevent workers from gaining cntry to

the occupation

° In the case of apprenticeship programs, the prescribed training period may

be too long, thus reducing the number of apprentice openings and the ma-

triculation of journeymen out of apprenticeship programs

Presumably, if the shortage became adequately severe, it would be alleviated by
improving wages and working c.onditions, eliminating entry barriers, and reducing
the period of t:rainihg.

By examining ES hard-to-fill order lists, want-ad analyses, and employer
interviews, ORC identified thousands of occupations which appeared to be in de-
mand in the sample areas. Since it was impossible in a week's time to obtain all

the information about each of these occupations necessary to make a determination

as to whether the demand was caused by "'shortages of workers with the requisite
skills, " by "high tumov;r.\_"' or by other reasons; the term 'skills shortage" began
to lose meaning, In other words, occupations on these lists appear to be demand
occupations; i.e., occupations in which employers are actively recruiting. T'he.
reasons why employers are recruiting, however, . is open to speculation. Among

the reasons could be the following:

° Legitimate Skills Shortage: There is insufficient supply of workers with the

requisite skills.,

° High Turnover: A steady flow'of job ordexs on the open market which are

continually being filled, The reasons for high turnover could include the

following: -




The size of the occupatian; i.c., the occupation is so large that
even if the umover rate is low or moderate, normatl attrition creates

a steady flow of new openings.

-- The nature of the work force; c.g., women in clerical and health

occupations. As women leave the job n.xarket to get married, have
babies, or raise families, there are at least as many women cnter-
ing or rcentering the labor force to take their places.

-- The nature of the job; e.g., low wages, poor working conditions,

hazardous conditions, heavy physical labor requirements, ctc.

A high-turnover job could require substantial skills; e. g., secrelary, sienog-
rapher, hand sewer, or mechanic, It couldalso fequire few skills yet be consid -
ered a desirable occupation; e.g., a '"checker" in a unioniéed supexrmarket or a léng-
shoreman (which requires mainly hard physical labor). On the other hand, it
could require minimal skills in nondesirable occupations; e.g., busboy, dishwasher,
and some laboring jobs,

The occupations cited in this report, therefore, are demand occupations,

Whether they are legitimate skills shortages or high-turnover occupations is im-
possible to determine. Some of the occupations obviously have "substantial skill
content, " but whether those skills are in short supply in the various sample areas

could not be ascertained with certitude within the time constraints of the evaluation.

If the existing system produced sufficient information to make an assessment of de-
mand occupations, it might have been possible to identify some of them as legitimate
skills shortages. However, it is a major finding of this study that no such system

exists. In pursuit of such information, the following working definitions were used:
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Demand Occupation: Occupations in which there is sufficient action (job

orders, referrals, placements) in the market to ensure the probability that
individuals would find employment in these areas

High-Turnover Occupation: Occupations in which there is a steady flow of

job orders to the open market and which are continually being filled. There
are numerous reasons why the turnover may be high: the size of the oc-
cupation, the nature of the work force, or the nature of the job.

Skills Shortage Occupation: Occupations in which a persistent shortage of

workers with the reqhisite skills are signaled by wages rising more rapidly
than the average or evidence of other employer efforts to fill the openings.

The contract called for demand information to be collected for three fiscal

years: 1969, | 1970, and 1971. Yet in almost every area, ES agencies which have

the primary responsibility for collecting and synthesizing occupational information

were in various states of transition:

The adaptation by state agencies and their local counterparts of new infor-

mation systems (Job Bank, JOLT, ESARS, etc.) were in various states of

_transition. In some areas, Job Bank had been in operation for three years;

in others there was no Job Bank, or it had only recently been installed. In
all areas, JOLT and ESARS were still in the initial stages of imperfection.

The recognition of the need for detailed data regarding occupations at the

local or regional level varied from one agency to another. At least one agency

had adopted a rather advanced and sophisticated approach to this problem.
Other agencies were’still "playing by the seat of their pants."” Most agencies

fell somewhere between these two extremes,
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® A few agencics resembled prepoverty program “traditional” ES operations;

others were comprchensive model (COMO) cities or had adopted othcy in-
novative approaches for serving their designated clientele.

° Almost all of the agencies had undergone several reorganizations over the
past five years, They had been through the Human Resources Develoﬁment
(HRD) concept, Youth Opportunity Centers (YOCs), Adult Opportunity Centexs
(AOCs), Job Bank, ESARS, Employability Teams, Work Incentive Program
(WIN), Concentrated Employment Program (CEP), etc., and had been con-
stantly adapting to changing emphases; e.g., the switch from serving dis-

“placed, nondisadvantaged workers to serving the disadvantaged, and more

recently, the switch in emphasis from the disadvantaged to i:emming
veterans,

These factors made it difficult to collect uniform information in all sample areas.
To supplement information collected from public agencies, ORC interviewed

a minimum of 25 employers and performed three-yéar want-ad analyses in each

of the safnple areas; in addition the teams examined NAB-JOBS contracts, Jobs

Optional Program (JOP) contracts, and interviewed chambers of commerce and un-

ion representatives. The two major methods of collecting supplemental informa-

tion, however, were the employer interviews and the want-ad analyses, both of

which had major limitations:

° A sample of 25 employers in any labor market area is admittedly small; in
large cities such as Dallas, St, Louis, New Orleans, and Milwaukee, it is

miniscule, Furthermore, employers tend to be vague about "skills shortage."
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Of the more than 355 employers ORC intexviewed, only a few could remem-
ber whether they experienced skills shortages in fiscal ycars 1969 and 1970,
As for the current year, they tended to "speak off the tops of their heads,"
not taking into gécount the quality of various jobs. This may be due to the
generally depressed economic conditions that existed at the time the ficld-
work was prepared; it may also be because the introduction of advanced
machinexry has made it possib}e for employers to hire lower skilled workers
than in the past. In other words, the term "skills shortage" may no long-
er have the significance it once had in the days that preceded automation.

) The vast inajority of the "laxge" employers interviewed (500 or more em-
ployees) were either members of personnel departments or were‘c.:orpo-‘
rate officers. ln many cases their knowledge of occupational information
was limited. In medium-sized firms (50 to 499 employees), employers
were about equally divided among owners, personnel staff, and line super-
visors (foremen). In small firms (less than 50 employees), all but a few
vif:xe owr;zrs. Even owners and foremen, however, had little to offer re-
gaiding occupations outside their firms or particula; responsibilities within
firms.,

. Although the want-ad analyses turned up some significant inforfnation, they
are too limited because not all employers use ihe want ads, and those who
use them do not do so for all occupations.

These factors were not immediately apparent to the evaluators; they were

discovered gradually after several sample areas were visited. Although evaluation
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teams attempted to compensate for gaps in data and for the lack of uniformity in

the data collected, these compensatory attempts were vitiated by the very illusive-

ness of the subject matter itself,

THE EVALUATION METHODOLOGY

The methods used to carry out specific objectives of the RFP will be de-
scribed in each of the subsequent chapters, This section describes in broad gen-
eral terms ORC's approach to the evaluation, which was carried out in the five

phases discussed below,

Phase I: Collecting Data

Phase I consisted of collecting data at the national level, designing and de-
veloping research instruments, selecting pretest sites (in cooperation with DOL
and the Department of Health, Education and Welfare [HEW], and completing the
staffing. It was decided that the fieldwork wou.ld be carried out by two reseafch

teams but that both tecams would operate as a single unit during Phase II,

Phase d: Pretest

Phase II consisted of a pretest in two cities, Duluth, Minnesota, and Dallas,

Texas. After the pretest, research instruments were revised for Phase II.

Phase OI: Fieldwork

Major fieldwork in 12 cities was carried out during Phase IIl. One week
was spent in each city. The following information was collected and interviews con-
ducted in cach of the cities:
° MT-1: Information was extracted from all MT-1s (funded and nonfunded)

for fiscal years 1969 through 1971,
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Pexformance Information: Performance information (total enxolled, com-

pletions, dropouts, placements of completers, training-related placements,

and follow-up information) was collected for all projects funded for the past

three fiscal years.

ES Demand Information: The following kinds of demand information were

collected from ES agencies:

Demand lists: ES lists of demand occupations from AMRs and other

sourxces

Hard-to-fill job ordexrs: All lists of haxrd-to-fill job orders, in-

cluding the reasons why the jobs werc hard to fill

Breakdown of job orders received from employers: Generally ob-

tained from analyses of Job Bank monthly optional reports on un-

filled job openings

Breakdown of ES placements: Obtained from analyses of the same

Job Bank table above

Occupational projections: Obtained for a few areas; however, most

made on a statewide basis and of little practicable use to local MDTA

planners or to the evaluators

ESARS information: An attempt was madc to collect pertinent

ESARS information; however, most states were reluctant to release
ESARS tables because the system had not yet been perfected, and

much of the information was inaccurate.
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JOLT information: An attempt was made to collect job vacancy in-

formation from JOLT tables. However, occupational information
was available for 6nly four cities, and of thcse, only two broke
down the information by four-digit DOT codes., Two cities broke
occupational information down by overall occupational groupings,
not useful to local planners or t the evaluators,

ES Interviews: ES interviews were designed primarily to ascertain the

extent to which R & S staffs are used in making occupational surveys,

ascertaining the methods used by ES personnel in identifying training oc-

cupations, assessing the quality of jbbs found to be demand occupations,
and ascertaining the views of local office managers and line personncl on
the effectiveness of institutional training, A total of 278 interviews were
conducted with ES personnel at all levels.

Employer Interviews: In_terviews were conducted with a minimum of 25

employers in each area (total 355). The interviews were designed to extract

the following kinds of infofmation:

-- Demand information: Skills cited by employers to be in short supply

Recruiting sources: ES, want ads, private employment agencies,
walk-ins, and so forth
Projections: Projections of future occupational needs by employers

(if any)

Characteristics of the employers' personnel: Total size, male/female,

age distribution, minority distribution, occupational classification

)
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- Personnel practices: Internal training programs, screening prac-

tices, layoff and recall history, promotion policy, and so forth

-- Experience with MDTA :programs: Participation in planning, ex-
perience with MDTA graduates, participation in training, assess-
ment of institutional manpower training program

.- Public employers: Differences in operation between public and

private employers

-- Effects of skills shortages: How employers coinpensate when they
experience skills shortages

.- Employer classification: Classification of employers interviewed

by Standard Industrial Code (SIC)

° Want-Ad Analyses: Want-ad analyses of major newspapers in each area

visited were made to help shed light on occupational demand for the three

fiscal years in question.,

° Other: Interviews were conducted with representatives of the following
agencies: NAB-JOBS (contracts also examined), JOP (contracts examined),
WIN, CEP, apprenticeship, CAMPS, MDTA advisory committees, chambers
of commerce, unions, state and local vocational education officials, and

on-site directors of training institutions. In the "other" category, a total

of 107 persons were interviewed.

Altogether, ORC staff interviewed a total of 713 persons during the course of this

evaluation.
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Phase 1V

Phasc IV consisted of compiling and analyzing the data collected both

in the field and in the national office.

Phase V

Phase V consisted of the preparation and presentation ot the final report.

ORGANIZATION OF REPORT

The remainder of the report addresses itself to cach of the specific objec-
tives mandated by DOL. The material is arranged in five chapters. Chapter Three
reviews the economic conditions existing in each of the 14 citics during fiscal years
1969 through 1971.

Chapter Four cxamines the system (or systems) existing for determining
demand and skills shortage informatioti. This chapter examines MDTA institutional
guidelines, the relationship of research and statistics operations to institutional
manpower training program planning, the MT-1 process, employer and union par-
ticipation in planning, local office participation in the planning process, analyscs
of Job Bank and JOLT informatior, methods used by ES personnel to determine
"suitability, " and opinions of line ES staff on the overall operation of the institutional
manpower program,

Chapter Five summarizes the demand information ORC was able to compile
from all sources (ES data, employer interviews, want-ad analyses, etc.) and
matches it with MDTA training conducted in each of the sample areas. Drawing
on material contained in previous chapfers, Chapter Five attempts to outline the

principal inhibitors of the institutional manpower training program.
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Chapter Six examines the overall effectivencss of the institutional program

in meeting employers' needs and in filling skills shortage occupations. ‘This
chapter draws on material obtained from employer interviews and cxamines en-
rollee characteristics and performance.

Chapter Seven presents the results of ORC's employer intervicws. Be-
cause the employer interviews are pertinent to virtually all the objectives and go
beyond in some areas, it was felt that the employer interviews should be the sub-
ject of a separate chapter. Statistical material not included in the body of this

report is contained in the Appendix.




Chapter Three
The Setting

The success of an institutional manpower program, aside from the quality of the

program itself, depends on many outside factors: the quality of supply, industrial

trends, trade union policy, political climate, quantity and quality of other training re-

sources, employer hiring policy, custom governing entry to and promotion within va-

rious industries, and of course, general economic conditions. Each sample area shares

some similarities, but it is their uniqueness which is paramount to local planners and

to evaluators who must weigh their findings regarding any given area according to all
unique factors affecting that area. The following discussions are an overview of some

economic factors affecting the 14 sample areas and brief descriptions of each area.

QVERVIEW

This evaluation took place during a national economic downturn which, of
course, had an effect on the very existence of skills shortages. Table 3-1 shows
that all 14 SMSAs experienced an increase in unemployment between calendar
years 1969 and 1970, The increase in 12 of the areas was 1 percent or higher.
Only two areas, Montgomery, Alabama, and Fresno, California, experienced an
increase of less than 1 percent. Fresno, however, had the second highest unem-

ployment rate of the 14 areas in all three calendar years; its unemployment rate

A
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TABLE 3-1
Unemployment Rates and Total Labor Force Figures
(Fourteen sample areas)?
N Percentage of Percentage
Unemployment Rates Total of Growth
SMS3A 1968 1969 1970 Labor Force since 1968
:\I:tional average 3.6% 3.5% 4,9% 82, 715,000 5. 19
Anchorage 7.9 7.0 8.3 ’ 51,398 23.9
Dallas 1.6 1.5 2,8 754, 800 12.0
Duluth 3.9 3.7 4,5 49, 200 1.7
Fresno 6.5 5.8 6.5 184, 200 3.2
Miami 3.2 3.0 4.4 622, 300 13.3
Miwaukee 2.7 2,7 4,2 643, 200 4,0
Montgomery 2.9 2.6 3.0 86,200 3.7
New Haven 3.4 3.4 4.8 183,850 5.2
New Orleans 4.3 4,6 5.8 437,200 2,7
Paterson 4,1 4,1 5.3 601,501 6.9
Rochester 2,2 2.4 3.5 | 378,700 (-3.2)
St. Louis 3.4 3.5 5.4 1,043,800 2.4
Salt Lake City 4.8 4.5 5.0 221,830 7.3
Wilmington 3.3%  3.0%  4.0% 218,500 3.8%

?Data collected by Olyinpus Reséarch Corporation.
Calendar years




in 1970 was 6.5 percent, Five areas had unemployment rates consistently above

the national average, two were about the same, and five were consistently below.
The range was from a three-year average unemployment rate of 2,8 percent in

Dallas to 7.7 percent in Anchorage.

Two-year labor force growth rates from 1968 to 1970 also varied widely
among the 14 areas. Six exceeded the national rate (5.1 percent) and three by a
consideruable extent (Anchorage, 23.9 éerccnt; Miami, 13.3 percent; Dallas,
12 percent). The labor force declined in one SMSA, Rochester (-3.2 percent),

and remained about the same in one area, Duluth,

The percentage of minorities in the labor force (Table 3-2) ranged from a
low of 1,7 in Duluth to a high of 44,1 in the city of Wilmington (only 12,6 percent
of the Wilmington SMSA labor force is minority). Minorities compose 20 percent
or more of the labor forces of eight areas: Dallas, 20,2 percent; Fresno, 35 per-
cent; Miami, 30.5 percent; Montgomery, 35. 1 percent; New Orleans, 31 percent;

the city of Rochester, 34.4 percent; and the city of St. Louis, 41. 3 percent,

Most of the areas have experienced similar population and industrial trends.

Population is increasing in the suburban areas and either decreasing or remaininyg
about the same in the inner cities. Likewise, industry is moving from the inner
cities to more spacious parts of the SMSAs, In general, manufacturing employ-
ment is on the decline, while employment in trade, government, and service is

increasing. Finally, the percentage of disadvantaged minorities in the inner

citi:s is increasing at a rapid rate. As a result, unemployment rates for the




TABLE 3-2

Total Population and Minority Composition
(Fourteen sample areas)d

—— e

Percentage

b
!

Total of Total
SMSA Population Minority Population

Anchorage 110,632 10, 493 ' 9,5%
Dallas 1,553, 950 314, 300 20,2
Duluth " 100,578 1,727 1.7
Fresno . , 421,500 147,600 35.0
Miami . 1,267,792 - 385,990 - 30.5
Milwaukee 1,054,063 123, 200 11,7
Montgomery 201, 325 76, 607 - 35.1
New Haven 355, 538 43,630 12.3
New Orleans 1,073, 647 332,831 31,0
Paterson 1,358, 794 83,384 6.1
Rochester (area) 882, 667 119,935 13.6

(city) 296,233 101, 762 34.4
St. _ Louis (area) 2,363,017 387,872 16.4

(city) 622, 236 257, 244 41,3
Salt Lake City 557,635 11,710 2.1
Wilmington (area) 499, 373 62, 899 12,6

(city) . 80, 386 35,485 44.1%

?Data collected by Olympus Research Corporation.
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center cities are far higher than for the SMSAs as a whole, and the uncmployment

rate for minorities is almost twice the SMSA rates.

Table 3-3 shows the nonagricultural employment breakout for the 14 sample

areas,

AREA DESCRIPTIONS

Duluth, Minnesota

Duluth was the first of ORC's two "pretest" cities, and in its own way was
different from the other sample areas, The Duluth economy has been variously
described as-"stable, " "stagnant, " or "generally depressed.” Isolated from the
cconomic forces that affect most of the nation, Duluth did not benefit from the boom
of the 1960s, but ncither did it suffer from the 1970 cutbacks. The Duluth economy
has not changed much since 1960; it is primarily a "working class" city with a
large "ethnic" population but very few blacks, Latin Americans, or other minori-
ties, During the 1960s, the population of the Duluth SMSA declined by almost
6 percent,

Employcrs in tﬁe area think highly of both the area vocational school and

ES. Most employers stated that ES does a better job of screening than private

employment agencies--the opposite of employer opinion in most of the other sam-
ple areas, It is estimated that the one local ES office accounts for approximately
90 percent of the clerical placements in the city.

Approximately one-fifth of the labor force are dues-paying union members,

Most blue-collar jobs are in "job shops" and require higher levels of skills than

those required for factory production work,
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Scasonal factors influence the employment picture in Duluth, Employment

in lake shipping (Duluth is located on Lake Supe.rlor), construction, and tourist-
related industries reach a low in Qi.nfcr and peak during the summer months,
Duiing the last two vears of the 1960s, the unermployment rate was above the
fzdlonal average, it in 1970, it was 0.4 percent below the national average. The
gioowth areas have been in govermnment, medical sexvices, and food processing.
Declines have occurred in transponafion (which is becoming automated) and in
smanufacturing, due to the ;losing of a single plant, There are several larg: em-
ployers in the Duluth area, and a decision to "pull ut" or csa-in? by any one of
ti:vwn can cause major changes in the ¢ity's employment picture.

Muanpowci programs in Duluth are somewhat moribund. For example,
there ‘were only four cuntracts consummated und:,r the NAB-JORS program in
fiscal yrzars 1969 through 1971, CEP, WIN, and an MDTA Skills Center operate
as best they cap within a reiatively négativc economic setting.

Duluth's cconomic situation is not expected to change greatly in the future,
An expected expansion in food processing will prababiy be offset by an anticipated
cutback by United States Steel of 1, 000 employees, Other than changes of this
nature, the growth in employment is expected to continue, as it has in the p. st,
with annual increases of less than 1 percent.

Dallas, Texas

The economic situation in Dallas, (‘RC's second pretest city, is nearly
the opposite of Duluth. During.the 1960s, the population of Dallas grew by almost

40 percent, Until 1970, there were job opportunities for nearly anyone in all
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occupational classifications, A large proportion of the increase in population

was caused by people moving to the city of Dallas for employment, In fact, the
labor force participation rate rose from 42.8 percent in 1960 to 49.0 percent

in 1970. The Dallas unemployment rate fell below 2 percent during the pcriod

1967 to 1969 and, though it has risen in recent years, the unemployment rate has

remained well below the national average,

The major industries in manufacturing are electronics and food products.
Insurance, construction, and medical services are also major sources of employ-
ment in the Dallas area. Construction is for the most part nonseasonal and, un-
like most other cities included in the sample, is predominantly nonunion. In fact,
unions play a lesser role in Dallas than in any other of the sample cities, with
the possible exception of Montgomery. Both Texas and Alabama are "right-to-
work" states,

Although Dallas has the lowest unemployment rate of any of the sample
areas, the major brunt of unemployment is borme by the area’'s minority population,
Approximately 20 percent of the Dallas SMSA's labor force is either black or Mex-
ican-American, but the percentage in the city of Dallas itself is much higher,
Most of Dallas’ n;anpower programs are directed toward this population. Dallas
has the largest NAB-JOBS program of any of the areas visited, an Opportunities
Industrialization Center (OIC) and an MDTA Skills Center. Operating in a
relatively favorable economic climate, Dallas' manpower programs are never-
theless addressing themselves to a _clientele that suffers severe educational,

language, and other disadvamtages..
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The economic outlook for Jallas is good. A new airpoit is being constiucted
between Dallas and Fort Worth, and some employers are making plans to relocate
ncar the airport, In addition, Hunt Properties is planning a $500 million business

and residential development in the northern part of Dallas County, Whaile growth

N ' in manufacturing has slowed, increases in construction, trade, finance-insurance-
Y real estate, services, and government are expected to increase in the future,

Anchorage, Alaska

Forty percent of Alaska's labor force is located in thé state's largest city,

Anchorage. Bounded by the waters of Cook Inlet on three sides and by the Chugach

Mountains to the east, Anchorage is a port city as well as the headquarters for
the Alaskan Railroad, Because of its location near the polar cap, its international
airport serves as a stopover for flights between Europe and the Orient, Since
1968, the Anchorage labor force has grown by almost 24 percent, far in excess

of the national average of slightly more than 5 percent, The population of the
state of Alaska as a whole has increased by almost 40 percent during the 1960s,

Unemployment, however, is one of Anchorage's most severe problems,

In 1970 its unemployment rate of 8.9 percent was a full 4 percent above the na-
tional average, Part of the problem is caused by the "'temporary" or transient
nature of the civilian labor force; e, g., the dependents of military personnel,
stationed at Elmendorf Air Force Base and Fort Richardson, find jobs in clerical
and medical occupations, '"Frontier transiénts" come and go, as do Alaskan
natives moving from rural vﬂhges for short periods of time, In addition, in-

creases in federal expenditures for construction and other activities often attract
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job seekers from the "lower 48" states, Counteracting the scasonal tendencies
are government payrolls and, in construction, new methods and materials which
have cxtended the season for this type of activity,

Employment fi@res reflect primarily the activity of government, which
accounts for almost one-third of wage and salary einplovimeny, In addition, gos-
crnimem funds contribute significaiitly to the contract construction industry, Con-
struction activity has been spurred by urban renewal projects resulting from the
1964 earthquake., Anchorage is the state's transportation, trade, and finance
center. There is very little manufacturing in the area, and that which does ¢xist
serves primarily to suppﬂg*rt construction (e.g., prefabricated building materials,
lumber, petro-chemi(;a"'l products, and stone-cement), The largest nongovernment
employers are in the production and preparation of food products, retail sales,
medical services, and finance,

Anchorage is a strong unibn city. The predominant unions are the building
trades and the International Association of Hotel and Restaurant Workers. -The
latter claims a membership of 1,500 of Anchorage's 8,000 union members, Most
construction hiring is done through the union hall; however, because much con-
struction activity is the result of government contracts, Equal Employment Op-
portunity (EEO) compliance pressure is high, There is a Building Trades Outreach
Center and a labor-management operation to recruit, screen, and train minorities,

Most of Anchorage's manpower programs are directed toward its native

population--Eskimos, Aleuts, and Indians, It is expected that the migration of

native children into Anchorage froin rural villages will increase substantially in
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the years ahead,  Alaska's natives suffer not only from educationsl deficiencies
but also from what has been termied "culture shock, ™ severe problems i adjusting
from a traditional "close to nature' life-style to Westc rn European manners and
mores. Most MDTA institutional training in Anchorage is contracted to the com-
munity college, although a residential Skills Center in Seward (more than 90 pec-
cent native) serves all of Alaska, including Anchorage,

Anchorage's future growth depends to a great extent on the proposed North
Slope oil pipeline, increases in mineral development (which would be made possible
by access roads created as the result of the construction of the pipeline), and an
increase in tourism and supportive industries.

Paterson, New Jersey

The figures in Tables 3-1 and 3-2 for the Paterson-Clifton-Passaic SMSA,
which includes Bergen and Passaic counties, do not give a true picture of the city
of Paterson itself, One concept of a true picture is expressed by an official of the
New Jersey State Employment Office who said that Paterson, the oldest industrial
city in the United States, is physically dying. He termed Paterson a cancer in a
growing and flowering area, though the only growth in the city is that of minority
groups or those who are on the lowest rung of the economic ladder. His concern
is that Paterson's only incoming industries are parasites that prey on the poverty
stricken, and hé*"labels Paterson as an isolated, disadvantaged, dying city.

At one time, Paterson was one of the pation's great textile centers and
Soasted of its S}:pply of skilled weavers. Today, most of the mills are closed, and

skilled weavers are a dying breed. The unemployment rate for the SMSA in 1970
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was 5.3 percent, but the rate for the city of Paterson was substantially higher,
The percentage of minorities in the SMSA is only 6.9 percent, but the percenrage
for Paterson is estimated at more than 20 percent.

The contrast between Passaic CountY, in which Paterson is located, -nd
Bergen County is dramatic. Bergen Couaty is one of the nation's wealthiest. Well
over 30 percent of its labor force commutes to New York City. The cities of
Paterson and Passaic, on the other hand, show all the 'signs of major economic
upheavals and population changes. Major industries have moved out of the inner
cities, and transportation for the population who remained is inadequate. In jan-
uary 1971 the entire area was classified as a "labor surplus area."

Manpower program administrators are confronted with what seem to be

insurmountable problems. In recent years, Paterson has absorbed a large increase

in seyerely disadvantaged people, including Puerto Ricans with language problems,
During the same period, industry has moved out of the city, and even if transpor-
tation were available, Paterson's disadvantaged workers would have difficulty com-
peting for jobs in the area's depressed economy. The city even lacks facilities
. for a manpower training program. Paterson'é MDTA multi-occupational project
is located in a new vocational facility outside the city. Transportation to and from
this facility is a major problem for MDTA enrollees.

During the 1960s most of the rise in employment took place in the nonmanu-
facturing sector, especially in trade, where shopping centers and the relocation
of New Yofk City distributing firms were the most important factors, In manu-

facturing, additional employrr_nent came in chemicals, machinery, fabricated -
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' projects which would further "glut the market."
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metals, printing, food, and apparel. During the first part ol the 1970s, there

was a decline in acrospace, textiles, and apparel. Nonmanufacturing has made
steady gauins. The employment area predicted to grow the fastest is services
(medical, healthk, business, and education), while manufacturing is unticipated to
grow only slightly, The area is heavily unionized in the blue-collar trades, ard in

the present economic situation, unions are not favorably inclined toward training

New Haven, Connecticut

New Haven's economic climate is a good deal brighter than that of Paterson,
but it shares similar problems; Again, the figures in Tables 3-1 and 3-2 do not
reflect the situation in the city of New Haven. The city's minority population is
approximately double that of the SMSA, oxr more than 20 percent. The unem;;loy-
ment rate among minorities in the central city is nearly twice that of the SMSA
average, or about 9.6 percent. As Paterson was once a textile center, New Haven
was once one of New England's great shoe manufacturing centers; today, only

three shoe factories remain, Shifts in population and industry to suburban areas

have also affected the New Haven central city area, Although urban renewal has
created a "model"” downtown area, unmistakable signs of urban decay surround
the model area in neighborhoods where the majority of the area's blacks and Puerto
Ricans live,

| Despite the fact the New Haven's antipoverty program started two years
before the passage of the Economic Opportunity Act (with a grant from the Ford

Foundation), the city experienced a riot in 1967, Moreover, one of the city's




primary employers of blacks and Puerto Ricans, Yale Universiry, suffered a

major and relatively vitriolic strike in 1971.

The in-migration of disadvantaged families from the South and from Puerto

Rico, coupled with the shift of industries to suburban areas, is the major cause

of New Haven's problems. These problems are aggravated by an inadequate

transportation system and the inability of minorities to find entry into the area's

heavily unionized occupations,

The largest employment sectors are in nonmanufacturing: service, gov-

ernment, and trade, Unemployment rates between 1968 and 1970 have remained

very close to the national average,

The major supplier of manpower services in New Haven is Community

Progress, Inc, (CPI), the area's community action agency, and the direct descend-

ant of the agency established by the original Ford Foundation grant, Many of the

manpoWer programs funded under the Economic Opportunity Act were first tried

out in New Haven by CPI. Most MDTA institutional training is conducted in CPl

facilities, and CPI is the prime sponsor of such programs as OJT, Neighborhood

Youth Corps, New Careers, Work Experience, WIN, Operation Mainstream, and

NAB-JOBS.

There are not likely to be significant changes in New Haven job markets,
The existing trends will continue, with the additions and expansions tending to be
in the suburban areas, compounding the existing problems in the inner-city

neighborhoods,




New Orleans, Louisiana

New Orleans is located in an urban-industrial SMsA that is surrounded by
rural areas. During the 1960s, the city's white population remained about the
same, but its black population increased substantially. The suburban arcas, on
the other hand, show the same rate of increase in total and in minority population,
Altogether, minorities (mainly black) account for 31 percent of the population of
the SM3A,

Employment in New Orleans is dominated by the shipbuilding industry in
the durable category and by food products in nondurables. The largest areas of
employment are in trade, service (medical, educational, and business), and state
and local government, Manufactur'mg accounts for only 15 percent of total employ-
ment. In August 1971, New Orleans was designated as an area of "substantial un-
employmént. " Its rate of unemployment during the years 1968 through 1970 has
been between 0,7 and 0.9 percent above the national average.

M»nst of New Orleans' institutional training is carried on at the CEP Skills
Center (not designated as an MDTA Skills Center), although there are some class-
size projects and individual referrals. The area has an active MDTA advisory
committee and CAMPS committee. Union participation in MDTA planning is more
active than in most other areas;. The ES system for making employer surveys is
more organized in New Orleans than in most of the other sample areas.

Because CEP is the prime sponsor of most institutional training, most

enrollees are drawn from the CEP target areas and are classified as disadvantaged.




The vast majority of the enrollees in the CEP center are black and suffer frui:.
severe educational and other deficiencies,

The major areas of growth during the past five years have been in shipbuild-
ing, service (hotel and motel), and trade. Most of this growth has occurved in the
central city, although substantial g’rowtl:n has also taken place in the outlying arcas,
even beyond the SM3A. The most significant decline has been in aerospace, due
mainly to National Aeronautic and Space Administration (NASA) cutbacks. For the
present, construction has been given a boost by the building of a new sports ''super-
dome., " Wnén this spoxts complex is completed, hotel and motel services are ex-
pected to benefit from increased tourism.

Montgomery, Alabama

Montgomery, ‘‘the seat of the Confederacy' and the capital of the state of
Alabama, has lost population during the 1960s, although the population of the Mont-
gomery SMSA has gained slightly less than 1 percent, The area's black population,
however, has declined in both the city and the SMSA. The changes in the percentage
of minorities to the total population are minimal, however, and do not indicate the
usual central-city pattern. Between 1960 and 1970, the minority percentage for the
city declined from 36 to 34 percent, and for the SM3A from 38 to 35 percent, The
out-migration is composed mainly of the better educated and more highly skilled
members of the black population,

Government is by far the single most important industry in the city. Trade
and service follow in that order. Contributing to the economy is Gunter Air Force

Base which has a training school and computer center, and although these have not
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provided direct cmployment opportunities for Montgomery residents, spending by
milita ry personnel has boosted the trade and service secto rs,

The Montgomery ES operation provides an intcresting contrast to the
Duluth operation: Both operate in relatively small cities, both have one local
office, and both are at about the same stage of development (neither has installed
Job Bank nor undergone the many reorganizations that have occurred in larger
cities). Yet Duluth, which has very few minorities, is highly respected by area
employers and has cornered 90 percent of the clerical placement market.

Duluth employers rate ES a far better screening mechanism than private employ-
ment agencies,

The exact opposite is true in Montgomery, not because the Montgomery
office does not try as hard as Duluth to place its clientele; the fact is that it tries
at least equally as hard., The Montgomery office, however, is dealing primarily
with a black clientele who arc unacceptable (especially in the clerical area) to many
Montgomery employers, The result is that the Montgomery ES is accused by em-
ployers of "poor screening"”; has lost whatever hold it once had on the clerical
market; and new, private agencies have sprung up in the Mantgomery area which
advertise in large print, "We screen."” This illustrates how the effectiveness of a
local ES agency is completely dependent on whether it is able to satisfy local cus-
toms and the hiring practices of local employers,

Of Montgomery's institutional manpower program, 48 percent is a multi-
occupational project, 48 percent in class-size projects, and 3 percent in individ-

ual referrais, The "multi" is largely black and disadvantaged.
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It is expected that two plants located in northern states will relocate in
Montgomery in the ncar future, offsetting the closing of a Swift and Company fuod-

processing plant last year. The only other growth area is state government.

Rochester, New York

—

The Rochester SMSA consists of four counties, the most westerly of which

might more properly be considered the Buffalo area. The most striking aspect of
the Rochester economy is that a few giant companies, the oldest and largest of
which is the Kodak Corporation, account for most of the employment in the Roches-
ter area, An employer ofganization known as the Industrial .M-.ma gement Council
(IMC) has created a job market that is relatively closed off from ES and want-ad
hiring channels. One of the original intents of this group was to cut down on inter-
company pirating of employees and to provide a job-exchange information system
for workers who had been laid off. IMC companies hire 90 percent of the Rochester
labor force. A subcomponent of this organization is Rochester Jobs Incorporated

(RJI) which sponsors NAB-JOBS and CEP.

o

The largest source of employment in 1970 was in the manufacturing sector
of "photographic, optical, and instruments." The three majbr cmployers in this
arca are Kodak, Xerox, and Bausch and Lomb. Kodak alone employs about 13 per-

cent of the work force. Other major areas of employment are trade, service, and

government,

Rochester's boom period (which was not associated with aerospace) was

between 1960 and 1968. In 1966, IMC listed 10, 000 job vacancies. The unemploy~
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ment rate during the mid-1960s was less than 2 percent. In 1971, job vacancies

listed by IMC were down to 809, and the unemployment rate apprdached 6 pereent,
Between 1968 and 1970, the rate of unemployment was less than the national average
by at least 1 percent. The Rochester SMSA has been classified as a "moderate
uncimployment arca’ since July 1970, However, the city has been designated as
having "concentrated"” underemployment or unemployment since the end of the

boom period, February 1968. |

During the 1960s, Rochester's minority population increased by 123 percent,
the largest increase for any area in the state of Ngw York, Part of this influx was
made up of Puerto Ricans who have been migrating to the area since the 1950s,
causing a relatively new problem among the disadvantaged--the language barrier
to employment,

Another serious employment problem in the Rochester area is the lack of
transportation to job sites. Many of Rochester's largest factories are located
outside the city boundaries. The city's 34 percent minority population is about
cqually divided between blacks and Puerto Ricans. The area's MDTA Skills Center
is directed mainly toward this population.

ﬁetween 1968 and 1969, employment gains were made in trade, service,
and government. These sectors are expected to continue to grow. In manufactur-
ing, there were employment losses, partly caused by firms leaving the area. Of
the total projected increase in employment to 1975, one-third is expected to come
ffom the durable-goods seqto; and the remainder from service, trade, and

govemment, ’




Wilmington, Delaware

The Wilmington SMSA is located in three states, Delaware, New Jersey,
adMaryland, New Castle County, Delaware, in which Wilmington is located, con-
tains the vast majority of the state's pdpulation and industrial employment, The
population of the city declined 16 percent over the last decade. The nonwhite popu-
lation, however, increased 40 percent, while the white population decreased by
36 percent. The suburban areas, on the other hand, experienced a 44 percent in-
crcase in population: The increase for whites was 45 percent; for nonwhites,

32 percent,

Manufacturing, especially chemicals, is the largest source of employment.

The dominant firms in the area are DuPont, Hercules, and Atlas, although two auto

manufacturing firms, General Motors and Chrysler, are also a major source of

employment. All of these plants are unionized, although the DuPont union has been
described as a "company union, " or little more than an employees' organization,

In the nonmanufacturing sector, trade, government, and service are the top three,

There is a seasonal drop in employment in the auto industry due to model changeovers,

The unemployment rate has been running lower than the national averag;-:.

The city of Wilmington has the largest percentage of minorities of any of
the cities included in the sample--44.1, or about 31,5 percent above the figure for
the total SMSA. Most institutional training is provided by an MDTA Skills Center,
although there are also some individual referrals in the area.

No drastic changes are expected in the Wilmington job market, although

over the past decade, nonmanufacturing has been gaining relative to manufacturing.




Employment in state and local government has increased at the fastest rate, but

contract construction, machinery, and transportation equipinent have also made
gains. Declines have occurred in wextile mill products, leather products, and food
and kindred products. Mbore recently, during 1970, the auto industry showed in-
creasus, while DuPont decreased its work force through aterition,

Miami, lorida

Manpower planners in Miaini are confronted by some very difficult problems,
First, the primary 'mdustries are re¢tail trad: and service, traditionall‘," low-wage
industrics. Second, employment is highly seasonal, reaching a peak around the
Christmas season and a low point during the summer months, Thixrd, the work
force is remarkably unstable, per;iodically swelled by migrants, job jumpers from
other states who head south for the winter, retirees with only a marginal attach-
ment to the work force, and Cuban refugees. It is estimated that Cuban refugees
account for one-quarter of the area's total unemployment.' The presence of thcse
groups in the labor force holds wages down to a generally low level. Finally, .em-
ployment in manufacturing is remarkably low; what little employment exists in
this sector is with small firms,

There are three ES offices in the Miami area: industrial, commercial, and
an "Opportunity Center." The last noted is an employability office serving mainly
the city's minorities, black and Cuban., An occupational specialist attached to the
ES "employer services" unit collects data from both inside and outside the system.
Want ads are analyzed monthly, togethe‘r with applicant counts, Job Bank, and

JOLT information, in an a'ttempt to develop an orderly method for defining and
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identifying demand and sur;;)lus occupations for the area. In no other arca did
ORC see this attempt made by ES field staff,

Miami has recently experienced an economic slowdown, Its growth rate
between 1968 and 1969 was 7.5 percent; but for 1970 it was only 2.2 percent. Al-
though its unemployment rate was still below the national average in 1970, it had
increased a full 1. 4 percent over 1969. Decreases in the rate of growth were
mainly in manufacturing and construction. This slowup was due mainly to tight
money conditions and not a direct effect of aerospace cutbacks. High growth over
the last five years has been in air transportation and the garment industry. The
latter is located in the downtown area.

Fresno, California

Fresno is the major city for most of the six counties that are in California's
agriculturally rich San Joaquin Valiey. Fresno County is number one in the nation
in the value of its agricultural output.

The income derived from the agricultural sector has a multiplier effect,
both in the manner in which the income is spent and in the way that other industries
derive their income. Industrics that depend on agriculture are food processors,
packers, and wholesale handlers. The new Internal Revenue Service Data Center
has modified the employment picture in Fresno, although it has introduced another
type of seasonal employment, It is said that when a person obtains a permanent,
nonseasonal job in Fresno, he rarely relinquishes it. Unemployment rates. re-
mained well above the national average between 1968 and 1‘9?0, and the area is

classified as an area of "substantial and persistent unemployment. "
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Most of the zrea’s 35 percent minority population u e MaXican-Americans,
although a rclatively large number of blacks reside in the central city. ‘There are
four local ES offices in the Fresno area, including an HRD Center and a Rural Man-
power Service Center. LEighty-two percent of the area's institutional training is in
class-size projects; 18 percent in individual referrals. Because of Fresno's
severely depressed economic conditions and because of the severely disadvantaged

minority population, all manpower programs are fuced with severe problems.

The outlook for Fresno's unemployed is not bright. A five-year projection
indicates an increase in only one occupational area--medical services, particularly
LPN, A Bank of America ten-year forecast predicts further changes in agricul-
tural production methods, more diversification, increases in tourist-related in-
dustries, and the dislocation of agricultural workers (mainly Mzxican-Americans,

many with language problems) by automation in harvesting,

Salt Lake City, Utah

The Salt Lake City SMSA consists of Salt Lake CounFy and the southern
half of Davis County. The area is located in a valley that is bordered by mountain
ranges on four sides. Salt Lake City did not share in the nation's economic boom
during the 1960s, and in 1969, when the local economy started to make its move;

it became the victim of a national recession.

The largest employment sectors are: trade, government (state and local),
services, and manufacturing. The unemployment rate has been running above

the national average, although the two were about equal in 1970,
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There are two ES offices in Salt Lake City, one a central office and one a
temporary and agricultural office., The area's 2.1 percent minority population
is made up mainly of Mexican-Americars. Most institutional trainihg is carried
out at an MDTA Skill‘s Center, although there are also some individual referrals,
The Utah ES was one of the first to experiment with a computerized system for
matching applicants with job orders; this remains one of the unique features of
the Salt Lake City ES operation,

Growth areas have been in services, government, and trade, Construction,
except for a temporary rise recently, has been declining since 1964 when the
missile i.ndustr& started to fold. Although manufacturing is a relatively small
source of employment (15 percent), ordnance transportation and electrical

machinery have suffered declines that were nationwide. It is predicted that the

fastest growth areas will be in services, construction, and trade. Government is

expected to slow its growth relative to the private sector.

St. Louis, Missouri

St. Louis is the largest of the SMSAs included in the ORC sample. It en-
compasses areas in two states and spans the Mississippi River, The unemploy-
ment rate for the area climbed to 5.4 percent in 1970, and in July 1971, the
St. Louis metropolitan area was classified as an area 'of "substantial labor
surplus, "

Although the percentage of minorities in the SM3A is only 16.4 (mostly
black), minorities comprise 41,3 percent of the population of the city of St. Louis.

The minority unemployment rate is estimated to be 10,4 percent.
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Manufacturing is the largest source of employment in the St. Louis arca,

followed by trade, government, and services. Since 1965, however, manufacturing

has declined by more than 2 percent, while trade, government, and services have

incrcased. Manufacturing is diversified, with the largest employers in the auto-
motive, aircraft, and chemical sectors. Recent job losses are due primarily to
acrospace cutbacks, but there have also been gradual declines in the manufacture
of shoes and apparel and in glass packing (due to automation). Most of the expan-
sion has occurred in retail trade and in services; the former taking place in shop-
ping centers in the outlying areas.

St. Louis has a full array of manpower programs, including CEP, NAB-
JOBS, WIN, and Public Service Careers, among others. Most MOTA institutional
training is handled through a multi-occupétion&l project conducted in two high
schools in downtown St, Louis,

Recently, Model Cities decided to underwrite the development of a Skills
Center for St. Louis. The MOTA advisory committee became the Skills Center
planning committee. The committee is involved not only in implementing the

Skills Center but in every facet of the ongoing MDTA program. The committee

includes active participants from unions and employers; the Dean of Continuing
Education at Forest Park Community College is its chairman. An employer-
sponsored organization, Regional Industrial Development Corporation, is an active

participant and has conducted independent labor market research of relevance to

planners,
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At the time of the ORC visit, ES was centralized in one la rge downtown
building, However, plans for decentralization were under way, and two ncw offices

were planned for late 1971, ES was in the process of installing a cafeteria-style

Job Information Sexvice, St. Louis was the only sample city that had an active

job-search assistance program in the Ul office.

The ecomomic outlook bttllc 8. Louis SMSA is not bright., Loss of jobs
is expecte_d to continue umﬁmﬂng, and the unemployment, ;ate is expected
to rea;h' more than 7 percent, |

Milwaukee, Wisconsin

The Milwaukee SMSA consists of Milwaukee, Ozaukee, Washington, and
Waukesha MB. Milwaulse, the central city, has two CEP areas and a Model
Cities area, 'l'he region has 10 cities with a population of more than 20,000 and 11
cities in the 10,000 to 20,000 range, | thmrlng is the chief source of employ-
ment, but growth during the 1960s took place mainly in the trade, services, gov-
enment, and finance-insurance-real estate groups.

The Milwaukee ares has feolt lhc impact of the bustnéss recession: cutbacks
in space and military om declhu in résldential ‘construction, labor disputes,
and rising product inventories, . m 1969 and 1970, employ:ﬁent decreased by
8,100,and the unemployment rste Tose to-s nine-year high (though still below the
national average at 4, 2 percent), |

Minorities have increased substantially in the SM3A, or more specifically,

in the city of Milwaukee, They make up 9.8 percent of Milwaukee County and -
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14, 4 percent of the Milwaukee city population, Mast are blacks, although theve
are also a sizable number of Puerto Ricans.

Most MOTA institutional training is contracted to the vocational schools.
The Milwaukee ES has a computerized job-matching system, is an experimental
COMO city, and has developed (through Project Vision) one of the most sophisticated
systems for identifying demand or skills shortage occupations of any of the arcas
included in the ORC sample. This system will be described in detail in Chapter
Four,

No drastic changes are expected in the Milwaukee job market. Unemploy-
ment will continue to be a problem during fiscal years 1970 through 1973. The
demand for labor will be weak, and job opportunities for the marginally qualiﬁéd

and disadvantaged will continue to be poor.
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Chapter Four

The System

Underlying the development of MDTA institutional training is a series of
postulates:

) Training occurs in occupations where there is a demonstrable need or de-
mand for trained workers.

) A body of knowledge necessary for determining these occupations exists.

° This knowledge resides w‘it.hin the ES system.

) It is extensive, accurate, stored, and retrievable, in usable form.

) It is used.

The responsibility for determining which occupations to select for MDTA
institutional training rests with ES. Its role as a broker produces a record of
job.market transactions more centralized than any other. Research staffs are
trained to obtain, analyze, and interpret data pertaining to the workings of the
labor market. Interviewing staffs are continuouély involved in direct exchange
with employers and job seekers, privy to the special knowledge that accrues to

people in direct, personal, daily contact. It produces a massive quantity of

written material emanating from its daily transactions. Thus, ES has the
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potential for establishing the most concentrated and sophisticated labor market

information system available in any given community,

Information gathered from ES agencies, thercfore, would provide the main

base for fulfilling the objectives of the study as set by DOL. Supplementary infor -

mation could be obtained by want-ad analyses, employer interviews, and inter-

views with representatives of other institutions outside the ES system. From the

data assembled, the study would have to produce the following:

(1

Of the thousands of occupations in a city, the identification of those

in which there are persistent shortages of workers with requisite

skills available to elnployers. Distinctions would have to be made
between thesc and the occupations in demand with little or no skill
content or occupations which were active because of lahor market
factors other than skills shortages.

From those occupations identified as demand or shortage occupations,
a further hreakdown of those which are suitable for institutional train-
ing. This implies not only that national guidelines exist for deter-
mining "appropriateness" but also that these are adapted to account

for the unique characteristics of local labor markets.
The identification of MDTA offerings for a three-year period in cach
of the sample areas and analysis of the occupations in which they

occurred to determine the appropriateness of training in particular

markets. Comparisons would have to be made between occupations

selected for training and those not selected to determine whether the

most rational choices are being made.
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The accumulation of detailed information regarding those occupations
defincd as having a shortage of skilled workers, but which are not
sclected for training, in order to identify the principal "inhibitors"
of institutional training. Such information would include the size of
the occupation, the hiring and employment practices of employers,
the degree of union control, the complexity of skills, and the variety
of ways that similar skills are used by different employers (among
other factors). .
The identification of program guidelines, practices, and internal oper-
ations that inhibit the development of training programs,

An analysis of the MDTA systems in each of the areas to deter mine

how and to what degrce they are providing mechanisms for the partic-

ipation of employers, unions, cducators, and other manpower agen-

cies in the planning of institutional programs.

NATIONAL OFFICE DATA

There were two purposes for surveying data -available from the national
office: (1) to obtain as much information as possible about cach of the sample
areas--their economies, labor markets, occupational distribution, lists of shortage
occupations (if available), and training programs--so_that the research teams‘ could
make maximum use of its limited time in the field, and (2) to extract, if possible,
a list compiled at the national level of those occupations which are projected as
national skills shortages. Throughout the RFP,references are made to the need
for comparing local programs to national Shortage lists and to national and regional

occupational forecasts.
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ORC's efforts included visits to offices of the Bureau of Labor Statistics
(BLS), United States Training and Employment Sexvice (USTES), the Office of
-

Manpower Management Data Systems (OMMDS), the national Job Bank office, and

the U.S. Office of Education (USOE).

e

- Bureau of Labor Statistics

BLS was asked to provide any data that it gathered from the states (or that it

had prdduced) which would provide insight into occupations in the survey areas and

would provide overall national skills shortage information. The following infor-

mation was obtained:

° JOLT Information: JOLT reports for only four cities--Miami, St. Louis,

Salt Lake City, and Milwaukee--could be related to specific occupational

infor mation available at the state level. The efforts of ORC to use the JOLT

material for this project will be described later in this chapter.

° Projections: Occupational projections were available for eight of the 14 states;
however, these were of no value to the study becausc the information was not

broken down by SMSA. National projections of growth occupations, contained

in BLS's "Occupational Manpower and Training Needs" bullctin,were reviewed

but were found to be of little use to local planners. MDTA programs for the total
sample, however, were matched against these projections to determine whether
MDTA programs in the 14 cities are in "growth" occupations.

United States Training and Employment Service

USTES was asked to provide all labor market information about the survey

cities, including labor force size and composition, unemployment rates, major




industries, and lists of major employers. It was also asked to provide information
about skills shortage occupations in the various localities. One or more editions

of AMR were obtained for 10 of the 14 SMSAs. From these, ORC extracted the

following:

. Lists of hard-to-fill job orders (30 days or more)

. Other listings or narrative descriptions of occupations that appear active
° Breakdowns of employment by industry

° Lists of major employers in nine of the areas

Employment Service 240

Printouts of orders unfilled for 30 days or more were obtained for a few
areas. ESARS was replacing the ES 240 procedure; however, ESARS printouts
were not available. ORC was told that they might be available at the local level.

. Vocational Education Projections: Occupational projections for state depart-

ments of vocational education were available for Dallas, New Orleans, and
Rochester. However, only the Dallas report was available at the national
level; the others were obtained in the field.

° Hard-to-Fill Orders: Hard-to-fill orders on state clearance were obtained

for 13 of the cities. However, these proved to be of limited value because

of the concentration on occupations beyond the scope of MDTA.

° Office of Manpower Management Data Systems: OMMDS provided ORC with
raw tapes on enrollee characteristics for all MDT A institutional projectls
funded in the sample areas in fiscal years 1969 through 1971. A description

of this information is made in Chapter Six.
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° National Job Bank Office: Of all the tables produced by the job Bank system,

lthe only one which provides information in enough occupational detail to
serve the purposes of this study is the monthly optional report on unfilled
job openings. This table lists occupations by six;digit codes and contains
information on new openings, placementé, and the age of orders. The na-
tional Job Bank office was asked to provide copies of these tables for spec-
ified months for all cities, but because this is an optional printout, it is not
retained in the national office. Subsequently ORC did obtain printouts of
this table for scven cities in the field. An /analysis of the printouts and their

relevance to this study will be presented later in this chapter.

° U.S. Office of Education: USOE supplied ORC with fiscal and other data re-

garding all MDTA institufional offerings in the survey areas for fiscal years

1969 through 1971. |

The two primary goals for reviewing national data were largely unfulfilled.
Statistical reviews of employment by industry in the areas and lists of MDTA institu-
tional training programs for the three fiscal years under study were obtained, In-

stead of skills shortage lists, which was the first goal, the only available lists were

of hard-to-fill orders extracted from AMRs. The wide differences between "skills

shortages" and "hard-to-fill orders" will be discussed in detail later in this chapter.
The second purpose--to obtain a list of national skills shortages--proved to

be as illusory as local shortage lists; they simply do not exist. Having failed. to

obtain shortage information at thg national level, the ORC staff decided that they

may have queried the wrong peop'ie’. Telephone calls were made to the northern
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California manpower analyst, the California senior manpower analyst, and the
DOL regional office chief of data systems and reports. These knowledgeable pco-
ple were asked if they were aware of any regular or periodic output intended for
the field that compiled or defined national skills shortages, in any form, that was
usable for MDTA program planners or evaluators. All asserted that no such infor-

mation emanated from the national office. Certainly the Occupational QOutlook Hand-

book and the "Occupational and Manpower Training Needs" (OMTN) bulletin provide

some information; but as with all national and state forecasts, it is not practicable

to local planners. Perhaps this information could be useful; but no one in the field
appears to have designed a system or method for incorporating it into MDTA
planning.

ORC's review of national projections of growth occupations, contained in

BLS's OMTN bulletin revealed the following:

° The top 10 growth occupations (those with a growth rate of 93 percent or
more between 1968 and 1980) are outside the scope of MDT A (systems
analysts, stewardesses, psychologists, oceanographers, urban planners,
etc.). |
Only seven of 30 occupations with a grc_;wth rate of 50 percent or more pro-
jected between 1968 and 1980 could be considered within the scope of MDTA
(library technicians, business machine servicemen, aircraft mechanics,
wastewaier treatment plant operator, forestry aide, medical occupations,

and instrument man). In the 12 sample areas, MDTA is training heavily in

medical occupations (growth rate 57.2 percent). There are also a few courses
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in instrument man (50.2 percent), business machine serviceman (73.9 per-
cent), and wastewater treatment plant operator (68.9 percent),

° For 11 of the courses or clusters in which training is offercd in the 14 sam-
ple areas, no national ;;rojections are available,

° For those clusters in which MDTA training is heavy in r.hé 14 sample areas,
the projected growtl} rates in percentages are as follows: upholsterer (3.1),
machine trades (12,7), autométive (21.6), clerical (31.7), and welding
(40.6).

° In those clusters where MDTA training (excluding individual referrals) is
light, the projected growth rates in percentages are as follows: draftsmen
(48.1), cosmetologist (42.9), building trades (30.6), sales (29.1), executive
housekeeper (27.6), vineyard pruner (27.5), printing trades (16.7), and
assemblers (8.4).

This review indicates that some MDTA institutional programs do occur in the

14 sample areas in nationaliy projected growth occupations. However, little MDTA

training occurs in those projected 6ccupations which are the most rapidly growing
and are within MDTA scope. In fact, these occupations show a tendency to train

in those occupations growing only moderately or slowly., Yet, because an occu-
pation is slated for rapid natiénal growth does not mean that it is growing in the
individual SMSAs or that the occupations selected for training are growing at a
faster or slower rate than occupations not selected. Furthermore, altha'ﬂgﬁ';
national projections may indicate occupational areas in which shortages may occur,

they do not indicate actual shortages.




One of the objectives of this study was to determine whether workable fore-
casts of expanding industries and occupations are available to program planners.

Although occupational projections are available, they are not of significant value

to Jocal program planners,

- ' INSIDE THE EMPLOYMENT SERVICE

ES agencies across the nation are large, complicated and multifaceted entities.
When ORC planned its approach to ES, it was recognized that because of OKC's
limited stay in a city, the "playing field" would have to be narrowed by attempting
to cut through the extraneous and "tap in" quickly to the main sources of relevant
data. Assumptions were made, therefore, regarding which segments of these
aggncies would be responsible for particular activifies. Useful information would
come from interviewing the "people who know" and from obtaining documents that
"told."

Three ES systems were explored:
° The Labor Market Informatioh System--R & S
° The MDTA system
° The Manpower Delivery System
From these vantage points, the ORC teams hoped to be able to determine what was
produced or developed within ES that identified persistent skills shorfages and how
this was done; they also hoped to evaluate and compare these findings with other
sources of information. ORC anticipated that ES, more than merely identifying
occupations, would have access to that range, depth, and complexity of knowledge

about occupations which could be used to determine the suitability of an occupation
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for MDTA institutional training. It was also aaticipated that ES would have knowl-

edge of the supply~-the target population--as well as a body of experience with

MDTA programs from which to draw. Of particular interest would be the opinions
and per ceptions of ES staff about the relevance of MDTA to employer's needs.

In all, 275 employees of ES agencies were interviewed: 4§ were attached
to state offices; 42 to district offices; 109 fo local offices, two of which were rural
Manpower Administration staff and two Ul Job Information Service staff; and 75 were
assigned to special functions such as WIN, CEP, Job Bank offices, employer ser-
vices. units, and Skills Centers. Functionally, 24 were R & S staff; 31 were MDTA
officials, iacluding those who write MT-1s; 28 were local office management
steff ; 59 were frontline in;erviewers and supervisors; 19 were SROs and occupa-
tional analysts or specialists.

Some were interviewed in groups, some individually. Respondents were in- )
vited to express their views freely about any aspect of the program that was not
covered in the interview schedule, and assurance was given that their views would
be reflected as offered, with a minimum of manibulation and interpretation. '

Labor Market Information System--R & S

One assumption made by ORC was that the major, centralized source of
information about job markets would be the office and staff of the labor market
analyst--the R & S unit (sometimes called "research and analysis") of ES in
each state and city. This assumption went beyond expecting aggregate information
about the work force representation in industry and the unemployment figures, as

regularly required by BLS, or beyond acting as a transmitter of data designed to
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be part of national studies. Believing it to be the rescarchv arm. of ES in the state,
the teams assumed that the primary function of the labor market analyst would
be to act as a "staff service"” ‘for' local operating staffs (which includes MDTA plan-
ners), and as such, would be the repository of relevant information a.bout local
labor markets. The reasoning was valid: If it was not considered a staff sérvice.
why would it be housed within the agency? And if not R & S, then who? What other
activity in the agency would have the focus, the trained personael, and the facilities
necessary to interpret and analyze a compiex at-'r_a{r .bf labor market information to
d'etermine shortages? .
ORC anticipated that either directly or iﬁ a consulting cépacity, the research
staff would be intimately involved in the MDTA planning process. .More than tpat,
it was assumed thatR & S norm#lly performed functions which would provide.im-
sights into skills shortages and their suitability to MUI‘A in particular commuaities,
such as interpreting and analyzing raw data emanating from Job Bank and ESARS;

translating national information, findings, and methodologies, such as the national

industrial-occupational matrix, the Occupational Outlook Handbook, and JOLT in-

formation into usable data for local planners; and conducting periodic surveys
about specific occupations, or providing operating staffs with guidance and meth-
odologies for performing this function. The R & S questionnaire was based on these
assumptions. The assumptions soon proved to be naive.

.Appropriate R & S staff were interviewed in all 14 areas. In four areas the
R & S function was attached to centralized séte offices, only two R & S staffs were

attached to local offices, and eight were attached to area or district offices.
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Early in the interviewing process, it was discovered that R & S was almost
to'tally detached from the entire MDTA process. Apparently in the early days of
MDTA, labor market analysts were required to ''sign off" all MDTA programs,

As MDTA shifted toward training the disadvantaged and away from "filling short-

- ages,” R &5 was relieved of even that limited participation. Neither federal nor

state guidelines require or assign any part of the process for identifying or justi-
fying MDTA programs toR & § ﬁnits’.

Despite the "official" noninvolvement of R & S in the planning procesS", ORC
expected that requests for help in conducting surveys and arriving at. decisions would
be generated by field staffs as they faced cbmplex and ﬁnfamil.iar tasks. Thus, the
question was asked of K & S respondents, "Are you asked_to perform special sur-
veys for MDTA?" Only four cities indicated that any such requests were ever
made. Of the four, city A responded by puttirig together statistics from applicant
files, closed-order files, unfilled orders, and data obtained from the Occupational
Outlook Haqdbook. It made no-recommendations. City B responded by conducting
a survey which resulted in a funded program.

The experience of city C is worth describing because it is unique. The task
of arriving at occupational supply and demand information and making recommen-
dations for training has l:zen assigned to a staff member attached to &1e ES unit,
Her title is "occupétion specialist.” Because she became known throughout the
city as the only source of occupational information in ES, all requests for assist-
ance came to her rather than to R &S. The requests also came from outside the

normal ES and included CEP, WIN, MDTA, and schools. Everyone wanted
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guidelines, assistance, and information on "demand" occupations, One such re-

quest came from the director of occupational education at a local community col-

lege. In his efforts to determine which occupational offerings to develop at the

college and relate them to the local labor market, he needed information; he

"needed to know." The occupafion specialiét did not believe she had the neces-
sary expertise or training to devise methodologies or provide staff to respond to
his needs. Together, they requested help from both the local and state R & S
offices. Here in the words of the director isa description of the conversation
that ensued:
After repeated requests, they sent a state research repre-
. Sentative to meet with us. We [asked], "Can you help us? Can you
give us what we need?" -

They said, "No, we can't do it."

We said, "Then we'll do it. Give us the names of employ-
ers so we can do it,"

They refused, saying "No, it's our job; it's our function,"

However, the state R & S did advise them about a method for conducting a survey

of health occupational nee.ds,‘which was completed as a joint effort.

City D represents the only relationship of R & S to MDTA planners that could
be regarded as a staff service. Because of reorganization, the R & S labor mar-
ket analyst interviewed had only recently acquirc_ed city D in his jurisdiction. How-

ever, the material prepared by that unit to assist MDTA planners had been made

available to the survey city before the official shift., Some of the material was de-

veloped as a result of field requests, but mostly, it was offered because R & S per-

ceived the need,




A labor market bulletin was issued to the field describing 13 occupations
that might be considered for MDTA training, The descrlptlons were detailed, ex-

tensive, and relevant, All available data were combined, including size, forecasts

~_of-expansion, turnover and attrition information, details on specialization in vazi-

- ous industries, employer hiring practices’, imp‘ediments, the relationship of
training to the job, different situations in different localities, the best hiring op-

portunities after training, and a myriad of other details., The material offered

program planners much more than a mere definition of "skills shortage." The

documents ended with an MDTA recommendation.

The significant aspect of these documents is that they were readable, usable,

and comprehensnve‘_ In other words, all the work of combining and interpreting
data sources was done at R &S so that the field got the entire results --not merely

bits of raw, uninterpreted information. Also, another issuance from the R & S unit

listed 48 other occupations with less extensive information, but giving the critical

“make' or "break" factors. The type of information offered in the description of

the 13 occupations was valuable to MDTA planners in ways that transcend the selection
- | .

of occupations for training. The nature of the information was such that in the trainee

selection process, potential trainees could be given a far more detailed view of what
to expect; concef’vably, curriculum design would better reflect the actual port of

entry, and job developers would have a much better idea of how and where to develop

jobs for graduates. This was the only example ORC encountered where dal_a produced

by an R & S system were synthesized into usable information for MDTA planners,

(Sample copies of these bulletins appear in parts I and 11 of the Appendix.)
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it is interesting that there were only four réquests from the field for help
from R & S staffs. To ORC, this is strong evidence that operatiounal staffs do not
consider R & S a staff service designed to assist them and have no expectations
that R & S is available or equippad to serve their needs.

An attempt was made to determine which of the normal functions of R & S,
not specifically di.recfed toward MDTA planning, produced the kind of specifiéity
and occupational focus that would be usable a;\d helpful.

Four area MDTA planners had access to either state or regional occupational
guides produced by state R & S offices. Five had access to area ékill surveys con-
ducted by R & S, which often provide considerable specific local information, such
as an induswial-occupational matrix, current énd projectcd sizes of all major oc-
cupations, job levels, and minimum educational levels required. Four had. access
to reports p.repared by state R & S offices for vocational éducation inaccordance
with Section 123 of the Vocafional Education Amendments for 1968, providing fig-
ures on current and projected sizes of occupations, Of the four, three had figures
for the specific survey area, Six areas receiyed no usable occupational forecasts
for local labor markets, though state projections were available in some areas.

R&S réSponses to .questions relating tc the analysis of Job Bank and ESARS
printouts indicated that this is not a function of R & S. ORC researchers assumed
that these costly,computzrized systems which recorded and summarized all job
order activities, as well as applicant services in a local office, were analyzed re-
gularly and interpreted for whatever insights they might offer about local labor

markets as well as for evaluation purposes. In practice, it proved impossible to
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deter mine whose function it was. It seems improbable that this flow of paper is
simply filed, but no evidence to the contrary could be uncovered.

Hard-to-Fill Order Lists

The hard-to-fill order lists of occupations appear in AMRs and are prepared
'by R & S staffs. Generally they are based on orders that have remained unfilled
for 30 days or more, though this is not rigidly adhered to. This vlist, often referred
to as a "demand list,” must be disting‘uished from demand lists put together by
local offices each week for purposes of counterscreening and recruitment of appii-
cants from Ul lines or other sources. Before ]6b Bank, the preparation of local
office demand lists was a regular procedur‘e. Since the advent of Job Bank and
 cafeteria-style service, however, most local offices have discontinued the prac-
tice. Only four of the 14 cities surveyed still prepare demand lists, although lists
of "training needs” are often included in local office "plgns of sérvice."

Of the 14 citiés., 11 publish AMRs quarterly or semiannually; one ﬁublishes
an annual review and two provide no published information. All availéble copies of
AMRs were collected for fiscal years 1969 through 1971. Hard-to-fill order lists
~ are the only compilatiods.of occupations produced by the ES system that bear any

relationship, however remote, to lists of ''shortage occupations.” These lists had

to be regarded as baseline documents for this study; methods used to compile them
became of paramount importance. Local office staff, as well as R & S staff, were
questioned about their particular inputs, to identify established systems that would
facilitate the evaluation of the degree to which orders unfilled for more than 30 days

could be equated with "'skills shortages," and whether the field contributed to these

deterrnzinations,
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In a study of this sort, few unequivocal statements can be made. However,
it can be stated unequivocally that "hard-to-fill" lists do not constitute anything~

resembling lists of "skills shortages." There is no uniform system for Selecting

occupations which 'appear on the lists, The processes vary in each city, and the
products--the lists themselves_--vary so much in content that no attempt will be
made to make a systematic analysis of them. Instead, a few of the variations en-
countered are summarized below:
The List |
° The list is a complete printout of all unfilled orders for 30 days or more.
No reasons are given for the orders being unfilled. No judgments ére
exerciséd.
° The iist excludes low-skill occupatic;ns. Coded reasons are given for orders
being unfilled, The codes aré provided by R & s.
®  The list is very short, obviously excluding low-skill, high-skill, and com-
mission-type sales jobs. More exéct'gxplanations .are offered for the reasons
that orders are unfilled, obviously reflecting local office input.

° The list is a summary of narrative statements regarding certain occupational

areas; only a few unfilled orders for specific occupations are identified.

° There are two lists: oae, unfilled orders; the other, hard-to-fill orders.
° Lists quantify the number of orders but offer no reasons that they are
unfilled.

The Process

° A Job Bank and ESARS printout is sent directly to R & S whose staff exercise

personal judgment in selecting occupations.

1
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Local offices ask various interviewers to suggest hard-to-fill orders by
making comparisons of job openings with applicanf files. Local offices
decide what is to be printed in the AMR.

An elaborately designed system is used for choosing occupations, invalving

selection of only those occupations with a certain number of unfilled openings

over a designated time period.. The Gccupational Outlook Handbook is used
to make a prognosis of long-term occupational growth. |
Lists include occupations khown to be in short supply but not reflected in ES
transactions,

- Lists include only ES transactions but warn that occupati'ons not normally
listed with the ES are excluded.

Ambiguities

The reasons offered are too ambiguous to dgtermine whether there are skills
shortages. "“Lack of qualified applicants" does not necessarily mean that
"skill” is the quality lacking. It could easily relate to nonperformance factors.
"Lack of qualified abplicants with transportation” provideés. little insight into
whether there is a skills shortage or a transportation problem.

In all but one city, lists are not quantified, and occupations with only one un-
filled order have the same weight as occupations with 10 or more unfilled
openings.

AMRs are published either quarterly or semiannually. Yet hard-to-fill order
lists usually reflect data for the preceding month. Six-month AMR lists are

of little use in determining the persistence of skills shortages, if indeed, they

represent skills shortages at all.
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° With few exceptions, the lists represent only ES transactions. The degree

to which an ES staff tends to regard its activities as the whole labor market,

thus developing what might be called "tunnel visiom,." will be discussed later,

Most AMRs alert the reader that there are many occupations §vhose job trans-

acﬁoné are not reflected in ES records.

The lists are unreliable for any purpose. For one city, "keypunch operator"
was listed as a hard-to-fill job; However, an iaterview with the placement super-
visor revealed that there were many highly experienced, skilled operators in the
~ active file. When asked why "keypunch operator” was listed as hard to fill, the
supervisor said that a fairly new employee had been given the responsihility for
assembling the list, had been impressed by 16 openings, and had rot checked the
applicant file. The openings were poor, lovw‘-pay jobs.

| In another city, Job Bark summaries were checked b.y ORC staff against the "

AMR list for the corresponding period. The Job Bank provided the folldwing

information:’
Unfilled Openings!  No. Unfilled Openings®  No.
Clothing salesman 5 Waitress i
Heavy truck driver 3 Cook 1
Lineman 15 Presser 1

In still another city, the AMR explained that hard-to-fill lists are based on
transactions for the previous month. A total of 36 occupations, ranging in skill

from nurse to service station attendant, were listed in the AMR. Included also

IThese occupations do not appear on the hard-to-fill list.
These occupations appear on the hard-to-fill list.
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were two commission-type sales jobs, telephone solicitors, live-in maid and porter.

The Job Bank printout for the designated month listed no opendings unfilled for 30

days cr more, and its list of unfilled openings (for less than 30 days) was completely

different from the list contained in the AMR:

Unfilled Openings (Job

Unfilled Openings on : Bank) Not on
AMR List No. AMR List : No.
Guard 2 . Shirt pressex 4
Porter | 1 Cook 4
Maid (live-in) 2 Billing clerk : 1
Cashier | 1

It is possible, or course, that ES possesses a body of empirical knowledge
about the quality of jobs ahd applicants, not reflected in transactions, which affects
these judgments. Many ES interviewers iniu_itively feel that the published lists are
of less value than their own jucigments and knowledge. Admittedly, numbers alone
are meaningless. However, neither quaatity nor skill conteat of occupations ap-
pear to have consisténtly,inﬂuenced.decisions as to which occupations are placed
on hard-to-fill order lists. |

Faced with such ambiguity and variability, ORC evaluators made the only
decision possible: It was decided that all occupations which appear on hard-to-fill
order lists would be used exactly as they were published as indicators of "demand, "
with skill level and the reasons offered in AMRs fof the jobs which vemained un-
filled being ignored. Hopefully, indicators from other sources would serve to

better refine or reduce the universe.
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In summary, examination of AMR lists and jobé listed as hard to fill in the
inventory of job openings indicates that jobs listed with ES which remain ﬁnfilled
for an extended length of time during a period Qf relatively high unemployment
reflect one} or more of the following:

] ° The need for unusual combinations of skills and experience for specific
jobs which are unique. These are usually high on the skills scale and are
beyond the range of MDTA.

o The jobs are unskilled, poorly paid, héve poer working conditions, | involve
transpoftatiOn problems, are of low status, or have such an érray of non-

performance requirements as o make them untenable or undesirable to

most job seckers..

° Openingskﬁare in large occupations, suc_h as clerical, in which the turqover
or normal attrition rate creates a relatively large and steady flow of job
openings.,

o Finally, there is the possibility that sumg local offices are. inefficient or

ineffective and have poor administrative follow-up and slow verification.

Since office competeacy is not the subject of this study, there is no ewi-

dence of any kind to supp\ort or deny this conjecture,

Table 4-1 treats a single month printout for seven cities, for which Job
Bank summaries are avéilable. as if they were one city. All unfilled occupations
appear for 30 to 60 days, with four or more openings displayed in the "number
of openings" column. Five groups of occupations dominate: (1) commission-type

sales, (2) high-skill professional, (3) clerical, (4) sewing machine operator,
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TABLE 4-1

Unfilled Job Openings: 30 to 60 Days
(One month)?
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Number Number of
DOT Occupation of CitiesP Openings
- 014.281 Marine draftsman 1 12
005. 281 Civil draftsman 1 5
091.228 High school teacher 1 i8
092.228 Elementary teacher 1 13
152.028 Music teacher 1 4
079,378 LPN/RN 1 29
195.108 Casewvrorker 1 14
189.168 Manager (trainee) 1 4
201.368 Secretary 4 34
202.388 Stenographer 2 35
207. 388 Clexrk-typist 3 37
240,268 Claims examiner 1 4
211,368 Cashier 1 4
213,582 Keypunch operator 1 9
223.387 Shipping & receiving/stock 1 9
293,358 Solicitor 1 15
263,258 Sales, orthopedic shoes 1 6
289,358 House -to-house sales 4 56
250.258 Insurance sales 4 40
250. 358 Real estate sales 1 7
299,889 Sample distributor 1 10
313.381 Cook 1 4
314,381 Cook (short order) 1 4
311,878 Busboy, waiter 4 25
318.887 Kitchen helper 1 4
306.878 Maid (domestic) 2 18
377.868 Guard/watchman 4 79
421.887 Farmhaand 1 4
407.181 Landscape gardener 1 6
525.887 Animal eviscerator 1 15

4pata collected by Olympus Research Corporation from Job Bank printout.
bTaken from seven selected cities of the 14-city survey.




TABLE 4-1 (cont,)

Nu mbe% Number of
DOT Occupations of Cities Openings

559,782 Chemical operator 1 20
600.280 Machinist 1 4
P 620,221 Auto mechanic 4 29
710.884 Instruments assembler 1 26
732 Metal furniture assembler 1 16
780.334 Upholsterer 1 S
788.787 Sewing machine operator 4 63
801,781 Structural steel worker 1 10
824 Electrician 1 20
840,781 Painter 1 S

o

800, 381 Carpenter (construction) 6

(5). low -paying, low-skillrjobs such as guards, maids, and kitchen helpers.
Orders for auto mechanics and assemblers are also significant. There is no way
of knowing whether this kind of analysis, performed monthly, would help identify
demand occupations. One thing is certain, however: AMR listings, the only prod-
uct of the labor market information system, are of questionable value in identi-
fying demand occupations and merely reflect a shortage of people willing and/or
able to take those jobs.

Manpower Language

One of the most difficult problems encouatered in performing this study
resulted from the ambiguity of terminology commonly used in the manpower field.
"Shortage” occupation, for example, is used interchangeably with "demand," or

"unfilled job order"; and local office "demand lists" have little relationship to
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"demand” occupations. In answer to the question, "What does the term 'skill

shortage' mean to you?" R & S staff answered as follows:

° Lack of qualified applicants (six respondeats)

° Lack of '"skilled" or "trained" applicants (three respondents)

- ° Lack of applicants willing to accept job (two respondents)

° Order unfilled 30 days or more (one respondent)

° Demand exceeds supply (two respondents)
° Impossible situation (one respondent)

. Not a meaningful term (one respondent)

° No response (two respondents)

Most responses indicate that labor markets are perceived in ES terms
only--applicants against orders--as if no market exists outside the ES "tunnel."
In response to the question, "What is the official ES definition of skills shortage
occupations?" ten respondents stated that there is no official definition; the re-
maining four responded a; follows:

° Unmet manpower needs
° Combination of number of unfilled openings and persistence; shortages

shift with changing labor markets B
° Twenty or more openings, at least 30 percent of which are open 30 or more

days» in at least two of the last four quarters
° Occupations where substantial and continuous demaand exceeds supply of

fully qualified workers.

The last answer was given by the same respondent who felt that the term lacked

meaning.
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Respoudents in all 14 areas said that there is no official ES definition of high-
turnover occupations. A few elaborated on their answers by stating that there is
no distinction made between high-turnover jobs, hard-to-fill orders, or shortage
occupations. |

Generally speaking, a rather simplistic view of shortage and surplus occu-
pations dominates the‘field: By adding the demand factors (unfilled orders) in one
column to the fupply factors (applicaats) in another columa and then subtracting
the smaller figure from ihe larger, we; arrive ét a difference which constitutes
"shortage"” or "surplus.” Though some efforts are made to identify the reasons
for shortage (i.e., a shortage of skills as against a shortage of workers for other
reasons) those efforts are haphazard, inconsistent, and unscientific. There is no
u-niversally accepted tool or methodology for distinguising between occupations in
demand (because of shortages of workers with the requisite skills) from those in
demand (because of high turnover and other factors).

Perceptions Regarding Labor Market Data and MDTA

A series of questions was asked of R & S personnel to determine whether

they knew if labor market data generated by R & S operations are used by MDTA

planners. Respondeants in all but one area said that they did not know. A few
added that reports are probably used as "background verbiage, " and that the
"shortage lists" are probably utilized. Two stated that occupational information
is not available from the reports.

In response to the questions, "Is currently available labor market infor-

mation valuable for MDTA planners? For local office staff? For the job seeker?”

the responses were as foliows:
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° For MDTA Planners: Two respondents answered "Yes, " provided that addi-
tional interpretations and local considerations are added. Three responded
with an unequivocal "Yes," offering a variety of uses such as "industry
earnings, growth, and decline”; "gives assessment of potential for placing

' graduates'; "check of applicants against orders." One respondent stated
that it was of no value because planners needed occupational identification.

° For Local Office Staffs: Four respondents stated "No" unequivocally, One

city gave an equivocal "Yes," adding that local offices needed to learn how
to use it and apply it to their own situation. Two different respondents in
one city gave opposite answers--one "Yes," one "No."

° For Public Use: Only one office believed R & S data to be useful to the public

in its present form.
A further indication of how R & S personnel view the users of their data was

in response to an open-ended question, "For whom do you provide labor.market

information?” Only one respondent mentioned manpower program planners.

An open-ended question was asked of writers of MT-1s in all 14 cities about
potential sources for the identification of training occupations. Three mentioned
R & S reports. When asked about methods used to justify training programs, seven
mentioned R & S material. R &S data sre used as background information by the
MT-1s rather than as a means of identifying training occupations.

Local office managers and other staff members were asked whether they

found available labor market information of value in determining training needs,

112




a3

placements, and counseling or for public disseminat: .. The opinions expressed

were overwhelmingly negative. Comments included: "Good information but not
in usable form"; "Helpful--but not as comprehensive as we would like it to be";
"What they have is- not Rr_qgrammed for our use.”

Contrary to th:f‘zélziginal assumption of the study, R & S operations of ES are
not presently geared to providing staff services to MDTA planners. R & S and publi -
cations are not designed for the use of planners; they may have value for other
purposes, but they are not widely used.

Let us turn our attention to the responses to the questions: What about the
relevant labor market information that is available? Is it used by program
planners?

At least 35 people were interviewed in the 14 areas who were directly in-
volved in the MDTA process. Sixteen of these people wrote more than 150 MT -ls.

When asked to describe the various methods and source material used for identi-

fying and justifying programs, some 13 different information sources were volun=

teered. Not a single respondent made reference to the following R & S or national

publications, most of which were available and could have some value in selecting

suitable MDTA occupations: occupational guides, Occupational Outlook Handbook,

area skill surveys, surveys for vocational education, JOLT, and bulletin 1701--"0Oc-
cupational Manpower and Training Needs." Even ia the four states where R & §

has some occupational focus, e.g., participation in the occupational guide program,

no linkages existed between R & S and MDTA planners.
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A rather startling example of this occurred during a discussion between ORC

researchers and an eatire MDTA unit, including the person responsible for writing
MT-1s: An ORC team member had obtained samples of occupational guides from
. the Apprenticeship Information Center and other local occupational information
assembled by the Job Search Service in the Ul office, such as a book of job sum-
maries and weekly information bulletins. Members of the MDTA unit were asked
if they use the guides, or any of the other material, as sources for occupational
information not only for selecting occupations but also for providing potential
trainees with detailed and accurate information about the occupation or as an aid
.in devising a placement focus. No one in the unit was aware of the availability
or value of this material. When the guides were produced, some of the staff re-
called "seeing them in the supply room stored on the upper saelf."

One of the objectives set by DOL for this study is an answer to the questions,
"Have workable forecasts of expanding industries and occupations been availabie
to institutional manpower training program planaers? What are the sources of
these and how were they used?"

It is now possible to make a definitive response to that inquiry. National
forecasts of occupational expansion are either unavailable, unusable, or unknown
to local planners. No shortage occupations are ideatified at the national level.
State occupational forecasts are of little value to local program planners. Nine
areas have access to occupational forecasts. However, there is no evidence that
these forecasts are used in the ideatification of training occupations. There is

evidence that one R & S office uses all available material, including forecasts, to

make recommendations to MDTA program planners about selected occupations.
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Labor Market Information System=-The Unusual

ORC encountered some uncommon and atypical efforts to create or refine

approaches to the collection and organization of labor market information rele-

vant to the purposes of this study. The following brief descriptions of these

»

3

efforts are offered as having possibilities for replication elsewhere.

Miami, Florida

in Miami an interviewer, attached to the ES "employer services" unit, has

the responsibility for determining surplus and shortage occupations for the city

as well as assembling whatever occupational information there is. She has been
given no training and has had no previous ex;’;;:sure to r;search methods or tech-
niques used by labor market analysts. Yet sﬁe has become the central repository
of all occupational information in the city. Wherever ORC researchers went for
information, both inside and outside ES, they were invariably referred to her.

On her own, hit or miss, and with no direction from any source except what she
herself could promote, she has experimented with the development of an orderly
method for arriving at supply and demand information. This iavolves the tabu-

lation of canceled job orders, unfilled jobs over 30 days, physical counts of

applicants on file in every occupation every two months, and monthly sui:veys of
want ads and JOLT information. She has devised a method for weighting these
data and coding her findings with regard to the surplus or shortage level of each
occupation. The result is a massive and impressive data bank of occupational
information. However, she feels that the results are inadequate and indecisive.

When she was asked what she would like this study to say, she replied with a

written documeat which is worth repeating in full:
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As an occupational infor mation specialist, I would like at
least one part of your report to examine the poor data available
for planning, counseling, and recruiting purposes. Much of the
information available within ES is not related to identifying occu-
pational labor demands or just plain information on what the
occupation pays, or skills required by local employers, etc.

One basic problem to me is that there is really little infor mation
that explains what constitutes an occupational demand [labor
shortage], how to measure it or identify it. What little informa-
tion is developed is often inaccurate because of the poorly mained
staff involved in this type of work, or because of the mere lack

of staff to adequately complete such a task. We don't even know
how many people are actually employed locally in any given occu-
pation. This simple fact is especially important in deter mining

the significance of the occupation as well as a starting point to
evaluate the labor supply for identifying the need for more people.
To summarize: (1) The information available is often the wrong
kind and often not valid. (2) The planners, recruiters, etc., do
not have enough data available to properly carry out their functions.
Under these circumstances, I see no way that ES can ever be able
to truly align MDTA type programs with the community labor needs, 3

Interestingly enough, through her efforts, Miami is the only city in the sur-
vey that provides operating staff with a booklet compiling information on 450 occu-
pations in the county, In charted form, the booklet includes briefed or coded
information about the following items for each occupation: hours, demand level,
entry level, minimum age, experienced salary range, entry salary range, educa-
tional and licensing requirements, job disadvantages, job advantages, special
skills and knowledge, physical requirements, job duration, occupational title,
and code.

It is also interesting that through her efforts, or with her assistance, more
Written surveys conducted with employers for a wide variety of occupations were

obtained by ORC than in any other city. ey

3This letter is reproduced in its entirety because of its graphic message.
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Unfortunately, this is indicative of the heroic efforts of a single person,
despite the system. It cannot be regarded as information produced by the design
and intent of the labor market information system.

Milwaukee, Wisconsin

In 1970, this city completed a study funded by DOL to examine five alterna-
tive methods for forecasting labor supply and demand to "provide a labor market
information system that could effectively aid state and local education officials in
the programming of curriculum to meet the labor force needs of area employers. "4
The study also explored the costs involved in each of the five methods and the staff
skill that would be required. The five methods examined were: (1) the experi-

mental employers' needs survey (a variant of the area skill survey technique),

(2) the leading indicators experiment approach, (3) the unfilled openings (Occu-

pational Qutlook Handbook) approach, (4) the industry expert approach, and (5)

the BLS occupation by industry matrix technique (method A).

Since the study was done for DOL, it would be redundant for ORC to describe
the findings, except to express gratitude for the insights the study provides. How-
ever, because the report exhibited an extremely high level of sophistication and
competency, ORC was particularly interested in determining whether the report
findings and the methods explored significantly altered the ability of the information
system to assist MDTA planners.

During the past year, Milwaukee has reorganized its delivery system into

the COMO concept, Job Bank has been inaugurated, and ESOP (the computerized

4Wisconsin State, Employment Service, Project Vision, June 1970.
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matching system has been introduced. The shifts in staffing, focus, and areas of
responsibility made it difficult to track down relevant information. However, it

appears that the staff which bad participated in the DOL study are using knowledge

gained from the study to assist MDTA planners, when they are requested to do so.

- However, requests are made for only abcut SO percent of the projects, and then
only to determine projections for already suggested projects. The methods are
not incorporated into the planning stages of MDTA. Except to the degree that
such nmetitods are used to select demand occupations for publication in the AMRs, -
they are not used to ideantify area demand occupations from which projects might
then be selected.

Fresno, California

The R & S unit responsible for producing a syathesis of occupational infor-
mation, which ORC considers the most useful for MDTA program planners, war-
rants some description because of its uncommon focus on detail and the nature of
the services it performs for operating staff. This unit is also significant because

the mechanism it has created and installed in 30 local offices (including UI offices)

is an attempt to capture, systematize, store, and retrieve all occupational infor-
mation that passes through ES operations--information which is usually stored
only in interviewers' heads. The mechanism is called the "occupational data
bank." Fresno is not one of the 30 offices within the jurisdiction of this partic-
ular R & S unit that has a data bank because, at the time the Sanks were installed,
Fresno was outside the realm of jurisdiction. However, because of its occupa-

tional focus, the unit has produced information from which Fresno has benefited.
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The occupational data bank is not a computerized operation. It is maintained

by local staff with the assistance and guidance of R & S field staff. The primary

purpose of the data bank is to provide both local office staff and job seekers with

helpful information. Although selecting occupations for MDTA is not its prime

focus, it is in effect a central repository of detailed information about specific

occupations which could be (a|_1d is) of inestimable value to MDTA planners,

A detailed description of the data bank appears in the Appendix. Briefly,

the data bank consists of closed job orders; employer contact records; labor mar-

ket conditions for various sectors of an occupation; union referral information;

cross references to the employer directory; relevant profiles or occupational

briefs; references to " Job Finders" or other published materials available; MDTA

training statements; information on local training, includi ng whether it meets

licensing oxr employer requiremeats; and licensing information--all on 5- by

8-inch cards arranged by specific occupation. It is also color-coded to provide

job search information for special applicant groups (handicapped, veterans, the mono-

lingual or bilingual, women factory workers, olders workers, etc.), and is constantly

kept up to date. The unit has just completed an experimental depth survey for "house-

hold appliance repair." From these data, the following will be prepared for the field:

summary cards for the data bank in the 30 offices, occupational guides. "Job Finders, "

a directory of employers who hire people in these occupations (for the data bank), an

MDTA statement, and forecast information.
It is not within the scope of this report to evaluate R & S operations. The

above description, however, indicates thatif R & S is considered a staff service,

119




114

it can provide invaluable assistance to MDTA planners, The wide differences
among the R & S operations throughout the country are apparent when the following

questions as a simple criterion are applied: IsR & S designed, ifunded, and man-

dated to provide information and assistance to the operating staff of its uwn agency,

- e

- and does it function as part of the agency, contributing its own particular compe-
tency to the goals and programs of the agency? Or is it, instead, a field office of
BLS, assemblying local data for incorporation into national aggregates? The evi-
dence seems to indicate that the latter is more often true. Yet the R & S unit
described in this chapter>is a model of the former.

Labor Market Information--ES Transactions

The degree to which ES transactions determine which occupations are con-
sidered in short supply has already been indicated by the description of the lists
appearing in the AMRs. Further evidence of MDTA reliance on ES transactions
for indications of training needs is that in 12 of the survey cities, writers of
MT-1s listed data from ES transactions as a major factor influencing their deci-
sions. For that reason, ORC conducted an analysis of ES transactions to see if

it were possible to determine to what degree they provide insights into the wider

job market.

Most local office transactions, including job opening activities, are com-

piled in the ESARS and Job Bank computerized systems. ORC's approach to the
source material was based on simple assumptions that the installation of the
systems include a methodology for analyzing and interpreting the information so

that it is useful to national, state, and local operators, and staff is assigned
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and trained for this purpose. ORC, therefore, set out to obtain the findings of

such analyses for possible use in this study. Inquiries were made at the national,
state, and local levels. Again, it appeared that the assumptions were wrong. ORC
was unable to unearth any evidence that a methodology had been created for inter-
preting computerized information or that staff had been assigned to this task.

For that reason, ORC attempted its own analysis.

A careful examination of ESARS tables indicated that ESARS information
would not be of value to this study. Because of the need for as much occupational
refinement as possible, ORC chose to analyze an optional moathly job Bank print-
out titled "Report on Unfilled Job Openings.” 'This printout lists occupations by six-
digit DOT codes and includes new openings, placements, and unfilled orders for
30 or more days. Of the 14 survey cities, 11 were under the Job Bank system at
the time of the study. Only seven of these had opted for that particular table. An
attempt was made to obtain cories for two months, April and October 1970 or 1971.
Because offices came into the system at various points in time, it was not always
possible to obtain those particular months; in such cases, the most recent print-
outs were requested. An attempt was also made to relate these tables to the
months immediately preceding the publication of the AMR to compare the source
material with occupations included in AMR hard-to-fill order lists. Because of
different AMR publication dates, however, this was possible for only two cities.

Michael Piore, one of the developers of the concept of secondary and pri-
mary labor markets, when asked to define "secondary labor markets, " replied

that they could be defined as "jobs that are listed” with ES, This may or may
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not be true in a tight labor market; ORC's analysis of Job Bank activities dui'ing

the past year supports the Piore theory, With few exceptions, most job openings

i
l

and placements are in a small number of high-turnaver, unskilled, or semiskilled
occupations. The exceptions are in cities where unions are very weak since a
much higher number of job transactions takes place in construction occupations.

Several problems were encountered in working with the unfilled job openings

printouts, including the following:

(1) Occupations were identified by éix-digit DOT codes only, not by

title. Most six-digit codes encompass more than one title. In such

cases the title most frequently encountered or most widely repre-
seatative of that code was selected. | ‘ -

(2) Three of the seven cities included day work and casual labor trans-
actions in their printout, while four did not. The presence of these
transactions distorts the comparative data. However, since the
usuél casual labor men's code--material handler--also includes
regular jobs, the temporary jobs were included.

(3) Occasionally, the data in the printouts were obviously confusing or
incorrect and required further clarification from that partidular
city. Some outstanding examples encountered were:

(a) The 1,004 jobs for sewage plant operators recorded in
Oémber tmrned out to be 1,004 summer jobs (which had
been repo;;ed late) listed under the "sewage plant oper-

ator" code.
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(b) There were 394 new openings listed under the "porter" code.

It was discovered that this city used the porter code for
casual labor, but the same code was also used for regular
porter jobs:'.

I (c) | One city listed many openings in codes that were not in DOT.
On inquiry, ORC was told that the local office uses these
codes for thei: summer jobs and their special programs,
such as NAB-JOBS.

(d) There were 610 openings for sheet metal workers listed in a
highly uniﬁnized city. On chgcking, it was found that there

were actually 14 openings; the figure in the printout was sim-

ply an error.

(e) % iere were 794 new openingé listed for actors, Qf which 793
were canceled. A movie company had placed the order which
was canceled by ES when it was discovered that the "actors"
were required to pay the compauy to be in the picture.

Wherever possible, these questionable figures were removed from the totals.
Methodology

Thé numerical concentration of job transactions is shown in Table 4-2. A one-
month printout was used for each of the seven clties. Two columns were selected
for analysis: 'new openings" (reéeived duﬂng that month) by DOT code and "filled
openings" (placements made that month) by DOT code. '"New openings" and "filled

; v openings" were each ranked by occupation, in descending order, according to the
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number of transactions for that month. From this list, occupations were selected

downward until they accounted for, as nearly as possible, 75 percent of all trans-
actions. In arriving at this "75 percent universe, " ORC used no occupations with
iess than four transactions. Table 4-3 lists the occupations (by name) in which ES
transactons were most frequent,

The data were further analyzed and summarized by skill-level code for each
of the seven cities, with an overview. The methodology and tables appear in the
Appendix. | |

Though there is considerable variance from city to city, Table 4-2 clearly .
establishes that the concentration of ES acti{rity is in a small number of generally

low-skill, high-turnover occupations.

An important observation emerged from the Job Bank analysis:

° There is a widespread asgumption that local office staffs absorb (as if by a
process of osmosis) a large body of information about occupations in local
markets because they receive job orders froo1 employers, interview appli-
caats, and visit employers occosionally. It is assumed that this exposure
provides local office staff with adequate information to determine occupa-
tions in short supply and their appropriatenesé for institutional or other
training programs.

For this assumption to be correct, certain conditions would have to prevail:

° The number of transactions in a single occupation would have to be exten- -

sive and frequent enough to, provide a full picture of all the variables and

complexities.
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TABLE 4-3

Distribution of Most Frequent Lob Transactions

(By occupation)

City

Occupations of
Most Frequent Openings

Occupations of
Most Frequent Placements

A

31.9% of TOTAL openings in:

Busboy/waiter, porter, light truck
driver, kitchen helper, clerk-
typist, secretary, auto service
station attendant, warehouseman,
cook, maid, arc welder, awning
hanger, telephone solicitor

46.6% of TOTAL openings in:

Porter/casual laborer, phone book
deliveryman, domestic worker

26.5% of TOTAL openings in:

Domestic day worker, materials
handler, maid, porter, yaxdman,
busboy/waiter, maid (general)

45,4% of TOTAL openings in:

Materials handler, domestic day
worker, warehouseman, kitchen
helper, busboy/waiter, domestic
maid, janitor/porter, watchman,

clerk (general), sewing machine

operator, linemaa, bookkeeper,

auto mechanic, switchboard oper-

ator, clerk-typist, general office
clerk

127

36.0% of TOTAL placements in:

Porter, busboy/waiter, light truck
driver, kitchen helper, maid,
warehouseman, service station
attendant, cook, nurse's aide/
orderly, clerk-typist, materials
handler, electronic assembler,
LPN/dental ass'ts, machine
presser, hand packager, clerk
(general), grounds keeper

54.8% of TOTAL placements in:

Porter /casual laborer, phone book
deliveryman :

34. 6% of TOTAL placements in:

Domestic day worker, materials
handler, yardman, maid

55.4% of TOTAL placemeats in:

Warehouseman, materials handler,
domestic day worker '

¥Data collected by Olympus Research Corporation.
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TABLE 4-3 (cont.)

Occupations of Occupations of

City Most Frequent Openings Most Frequent Placements
E 52.7% of TOTAL openings in: 25.8% of TOTAL placements in:
\ | Materials handler, sewing machine Materials handler, metal furniture
~ operator, porter, metal furniture assembler

assembler, hand packager, ware:-
houseman, rubber plant laborer,
heavy-duty truck driver, clerk-
typist, busboy/waiter, instrument

- assembler, tin can laborer, clerk
(general), office clerk

F 28.6% of TOTAL openings in:
. Porter, busboy/waiter, nurse's

28.9% of TOTAL placements in:
Porter, stock clerk, clerk-typist,

aide/orderly, clerk-typist, high
school teacher, secretary, me-
chanical engineer, kitchen helper,
pipefitter /plumber, stock clerk,
maid ‘

nurse's aide/orderly, busboy/
waiter, janitor, brazing machine
operator, warehouseman, sec-
retary, materials handler

G 41.0% of TOTAL openings in: 43,1% of TOTAL placements in:
Factory helper, construction la- Materials handler, construction la-

borer, kitchen helper, porter, borer, factory helper, kitchen
materials handler, warehouseman, helper, landscape laborer, ware-
deliveryman, carpet layer's helper, houseman '
busboy/waiter, maid (domestic),
landscape laborer, carpenter, .
general office clerk, bricklayer

° This would have to be true over a wide range of occupations.

® Information would héve to be centralized 80 that it could be retrieved and

and used by staff.

The Job Bank analysis illustrates with startling clarity that the bulk of the

information flowing into j:he system through job order and placement transactions
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is concentrated in a small number of occupations (most of which are unskilled and
unsuitable for training). Conversely. Table 4-2 shows that there are a vast num-
ber of occupations represented by trausactions in the Job Bank. However, the
information flow resulting from most transactiens, which may include potentially
suitable occupations, is scanty and infrequent. Furthermore, ORC's interviews
with local office staff indicate that the "osmosis’ process--knowledge accumulated
by experience--is not possible. Many officesv are no longer operating on the
basis of occupational divisions. The person who "knows best" may be transferred,
ill, or retired. An order for an air conditioning mechanic may be taken by one
person on one day and by someone else on another day. A rod and chain man may
be interviewed by one person one day, and placed by someone else three days
later. Before the advent of Job Bank, a placement interviewer sirting at the book-
keepitg desk for five years could have accumulated a considerable degree of re-
fined information. Even then, however, there were many problems. He carried

it in his head, and it left with him. Often the information was narrow end limited

to a particular 'segment pf the market which had been "cornered” by the local
office. There is little doubt, however, that the advent of Job Bank and centralized
order taking has reduced the accumulation of centralized occupational knowledge
through the "osmosis™ process. It is more difficult now to find the "’person who
knows." With one exception, no system has been devised to replace 1t

The important point is not that ES activities are related primarily to the

secondary, low-skill, low-pay market. This is not a new finding and is generally

conceded by everyone inside and outside the system. What does seem significant
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is that orders do encompass a wide range of occupations, even though most of

the orders are small and occur infrequently. Each order takea gives some infor-
mation about an' occupation. An accumulatitlm‘ of orders gives more. The flow of
applicants, which is an important source of occupational information, includes a
wide range of occupations--much wider than job orders, if oaly because of Ul
registration requirements. Employer relations interviewers do learn something
about the different ways skills'are used by various employers and what they need.
Occupational analysts, where they exist and focus on occupational supply and de-

mand, do provide in-depth informatidn. Written data, such as occupational guides

and the Occupational Outlook Handbook, add to the flow of knowledge. Each of

these represents a differeat focus, different kinds of information, different in-
sights about occupations. Some would contribute to knowledge about skills short-
ages or whether the apparent demand relates to other malfunctions in the market.
Some would be helpful in determining the suitability of an occupatién for MDTA

training or.. of even more importance, whether a segment of the market for that

occupation could be made suitable for MDTA training. The remarkable fact is

that despite the introduction of computerized systems, there appears to be no
design for storing, analyzing, and retrieving this kind of information. Only one
noncomputerized occupational data bank, previously described, makes an attempt
to perform this function.

ORC is. not prepared to deal with the complexities or feasihility of such a
concept in this siudy. It can only report on its observations and findings. The

teams talked, listened, looked at-priatouts, and asked questions; and they were
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unable to identify centralized occupational information--only bits and pieces here

and there.

Job Oxrder and Labor Turnover System

In ORC's efforts to uncover sources of information regarding legitimate
skills shortages, an attempt was made to use validated JOLT information. JOLT
data, mainly because they were available for only four cities and in sufficient
detail for only two cities, did not contribute significantly to this study. A method
for using JOLT information was developed after completion of the fieldwork. ORC
found JOLT tobe a good system for identifying skills shortages because of the
validity of the sample -énd because the definition used to define "vacancy" is ex-
plicit. The limitation inherent in JOLT, however, is that its data are confined to
manufacturing. Nonmanufacturing information i8 not published by occupation.
Thus, JOLT is more or less valuable, dependiné upon the importance of manu-

facturing in any given area. The method developed by ORC for utilizing JOLT in-

formation is contained in the Appendix.

THE MDTA SYSTEM

This section examines the process through which MDTA institutional train-
ing programs are identified, justified, and operated. The following functions in
this process are explored: the role of the MT-1 writer, the role of the selection
and referral officer, the role of CAMPS and the MDTA advisory committees, the
role of on-site directors of training institutions, and the participation of employers

and union officials in the planning process for institutional training.
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ORC's analysis of these functions is based on the interviews with: writers

of MT-1s (16); SROs (15); CAMPS chairmen or executive secretaries (11); chair-

men of MDTA advisory committees (6); employer interviews in each of the survey

cities (25); and interviews with union and apprenticeship officials in seven cities.

The MT-1 Process

The MT-1 is essentially a proposal for the funding of an MDTA institutional

training program. It contains (ox should coatain) all information, inc luding demand

and supply factors, needed to justify the program. Two of the most basic questions

asked of the writers of MT-1s were: "How do you initially identify the need for

training?" and "“What do you do to justify (or certify) the need for training, or how

do you justify the MT-1?" The responses to these questions are syathesized in

Tables 4-4 and 4-5.

Although. MT-1 writers in 13 cities responded that they conducted employer

surveys to both identify and jusfi.fy institutional programs, very few copies of the

surveys or other written documentation of employer involvement was available'.

In the absence of such documentation, it is difficult to evaluate the frequency and

depth of the surveys. The term '"survey" could be used to indicate an extensive

questionnaire sent to employers five years earlier or two phone calls made» to
employers within a few months previous to the interview.

Because rﬁany programs are refunded each year. MT-1 writers were asked to
delineate the steps that were taken to justify refunding a program. All responded
that the basic test is a check of the placement rate for the preceding year. When
asked about the methods used to update this justification, six indicated some degree

of resurvey with employers. o

132

\ .

B R




CKPOINN 1) 01 UIAIE PUUCH 111D AU TSPOYIIW XIS O) IAJYL PIUCU SILD BIAI]D ISPOYIDUE DI UCYL FSI] PARUCH SN GMNL,
*uotica0d10) YIILasdy suduisiQ) SY paagud eieg,

sweafoad sanoducyy

SHOf-gvN *dAD

23ucw 10)1ad ¥ LN $noiaad sty Sunedade ©S290ues AJosiape ‘SN v

smlas ¢ ¥ Y Csaandy 1xac Joyeg

Jun uawaserd wun Fuel-1apao SIS suoneyal 1a5ojdud Hum SuOISSNISIg
Lrdpmg ou Jo St g3 == SuMmuwod (s130dal  s10staaadns (510pac

PILIIUECD *SIIPI0 Paj{1Jun 1xueg qof 115212t HuNnUINIP 01 swedjdde Jo Arsans ‘say wednddy

(swawnd oN)

Laaans Spwow sen8aa ¢ apewr S0 A Ju AuQ
s upeddui 223 SII0JJD ASIYL JO DOG T ISIIINUI NUOS PCY SVOILN YIYM Ul
$35106] INOYC WAUIIIRC 13D ) IPCIT S1IOJJD IIIM ISAYL 181 PIIEIPUT SIWNURIOD Jo 1dqUING
‘sautjae)
Auiuieas VO VOICINP [CUVLIEILA YIIM PHRIIYD 1 S[OVYIS IPLIL wWol) senpessd jo 12quny parety
<1189 11I9NJCW HYL INOYE UOTILINPD [CUOIILION PIXSC :IPYEPICAC SILHNC) Jooyrs dHYnd Jo Aaang
CUOUCIINSSE SIDNHYJ0 [JUUONSIIY *ININUINOD Ju SIMIUCYY i yons Ssuoneziucilo Jalojdua osje
s teuasaadal 120t L8NS oYL PANIIS CRILIOIVI CNAN A Jo PLT EMUNNV0S
SIopPas 112 .ang Jo poyia funerpus swauers Suijijenb apew axig ang e cs2uD asan JO

S¥Y
(1eqadn)
yjo jedw

(uatam)
Y jo ey

uuNeosSse
{CUOISSIJOIY

spe ey

SUOIU;)

woreonpy

f2a00a833d03
pue ssasopdug

wasss ¥ LOIN
S apry)

'$3 apIsu]

S3 ISy

S IPISING

SHEID ) pPUL SIHMB0D)

[EZIET

RAX U ST

q e

v-¥ 9789VL

isweaoag Suwrexl Ansn[ nox oQ. moH,, 03 sasuodsay

Q

PAFulToxt Provided by ERIC

E




SUOUEIFIUIPT [0 KPOYIIWT XTE 61711 2010 PR Q0T QU0 U053 11uaps

36 SpeipIAt XIS 01 A2JU) PAUICY SINID XIS UOREITJUVIP! Ju SPOIAU ADIY) URYL SEA| PAUCH SIS IDLC I8 MALFIP ZZ PouLHIUMY S1uapusdsal AL,

vonezusdang qaaeasay snduto) Aq parsag oy el

SIUDWIIURCULE IMAIIS [1A1D *PLEIPI

<e yans sweadoid wauiviaa03 jo aBpaimouy *afpagmouy UNZNIY *SAdUNIdNS [eunsIag S110)0 [RU0SING 1
sjoumpyg voLINpZ| |
sataualle mes ’
-12d *<Sunadus [euoissajold ‘uonejdosse ,51adadYISNOY JALNIAXD ‘suvtieziueiIe Luunuiuin) SUNTIBLIOSSY 7 PISINO - £
: $3[oNJe pue Spe WeM s1adedsmaN “ T
sfarins jpWIIOfUL pUE [C1UI0,] s13sojdwy 3 ap1sInQ ¢
wweadoad '

diysaonvaidds ‘yd1eagas 3ahoidwd ‘43D ‘DI0 Jamoduriu IO wasss Jawodveyy ¢

- adUNLWOoN
-aanuuod Juwoplouny ‘Sunsixa ve sey L1 auo S[uO Azostape vIOIN wanshs v LAN 1
SANYD 2ande ut Yuim A Sjuo ayy SIAYO wanhs v LaIN 1

: ‘vonung

S 3 ¥ parednsydos Ajysy yum “paydene A115 st 3u0 ‘paydenc LIS s IAIYL R JO VO si130do1 g 3 Y SJ UngILAy ¢

X - (uontam)
-sSuivado S1tep yueg qof ‘s1aplo qof pajasved ‘sSuwado paqiyun :Buimo]lo) alp aae papnidu] 231330 [ev07] [

*83A11IV9891d31 suone|ds 194o1dwa sIPNIou]

os]e :wa Jo oMl 20; .yl 312300110 0) PI[iL] JIEIS IDJJO [BI0] YIIM SMILAIIWL *SINID (1eqzaa)

vaaAds 3y1 JO "Jjels Jo wawaSeues 301Jjo [€I0] JO P08 DIam suogurdo 101 sagjdiut sy an1)jo 1307 SJ vty 2
- S{It100 PUE SIVIWWOD ooty 33:nog sonD
Jo “ON

a
S-¥ 9T4V.L

-

«g.,LSP3N Suureay, A1nusp] nox o MOH,, 03 sasuodsay

PAFulToxt Provided by ERIC

E\.




129

Courses repeated or converted from individual occupations to occupational
clusters (i.e., clerk [general office] to a clerical cluster) do not require contact

with employers and may be refunded merely on the basis of completion and place-

ment rates, according to federal guidelines. If the dropout rate is greater than

35 percent or the placement of those who completed their training is less than

75 percent, an explanation or plan for corrective action is required. Nevertheless,
six respondents stated that they re-survey employerg to justify the refunding of a
program. Despite the absence of written documentation, it appears that a con-
siderable amount of contact with employers does in fact take place, particularl& in

the planning of new programs. This impression was gained from anecdotes related

during interviews and is supported by a review of new occupations in which training
has been attempted since 1969 (see city "change charts" in the Appendix).

Selection and Referral Officers

The SRO is perhaps in the hest position to reflect the perceptions éf the
clientele about MDTA institutional programs, primarily because of hié knowledge
of the difficulty or ease in filling siots and the sizes of waiting lists. His contact
with earollees during the training period, his proximity to the placement process,
and his continuing contact with training institutions should give him knowledge |
of problems related to the quality of both the training and trainees as they relate
to the needs of emplo&ers .

ORC discovéred. however, that the involvement of SROs in the institutional.

program depended to a great extent on the MDTA structure of the city, the size

of the program, and the existe;nce of a Skills Center,
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In nine éities. the SRO operateé alone in a local office; in five cities, he

is part of an MDTA unit which also inc}udes job developers, counselors, and
often, those who write MT-1s, In situations where the SRO operates alone in a
local office, his knowledge is minimal and his involvement in the institutional
program insignificant. For example, one SRO in a large indust;ial office, when
asked the extent to which the office made use of individual referrals, responded
that he had no knowledge of such a program by that or any other title (some
offices use the term "less than class size" for "individual referral”).

ORC obtained information about the placement process from SROs, although
they were not directly involved in the placement of MDTA graduates. Gener-
ally speaking, where there is an ES job developer attached to a Skills Center or
to an MDTA unit, the first responsibility for'placing graduates is his. It is gener-
ally agreed, however, that instructors place approximately S50 percent of MDTA
graduates. Where an MDTA unit exists, a graduate not placed by the instructor
or on-site job developer is referred back to the unit and the placement effort is
continued. In the abse'nce of a special unit or on-site job developer, the graduate
is simply referred to the SRO in the local office or to the regular placement oper-
ation. Four cities appear to have no special arrangements for assisting MDTA
graduates, |

There is a considerable degree of unanimity in all the 14 cities con-

cerning which courses are the easiest to fill and for which there are always

waiting lists:
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° Easy to Fill: All women's courses, including clerical, LPN, nurse re-
" fresher, nurse’s aide, l'iome attendant, child-care aide, etc. Four SROs
said that there is a need for more womea's courses.
° Hard to Fill: Electronics or electrical courses, motorcycle repair,
office machine repair, drafting, and production.machine operator.
Those cities with small program allocations responded that all programs are easy
to fill. | |
For all of the 14 cities, SRO experience in the placement process varies
widely. Welders are easy to place in one city, impossible to place in another.
Auto mechanic courses are desirable from the point of view of the earollee but
poor from the point of view of the employer or placement officer. The wide range
of differences expressed by SRCs about the same occupations could reflect many
factors: differences in economic conditions, in ES penetration rates, in the com-
petency and dedication of staff, and of course, in the quality of training. Ques-
tions regarding employer feedback resulted in the same range of responses:
some favofable, some unfavorable. One SRO believes that positive employer
reactions are expressed to instructors who place the "cream of the crop” and are
unfavorable to ES which attempts to placé the "reiects."
In response to a question about the adequacy of the range of occupational
offerings, five replied that the range is adequate, explaining that the individual
referral program provides whatever flexibility is lacl_cing in class-size projects.

Nine SROs responded negatively; the major reasons cited are as follows:
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. Courses offered axe too narrow and not responsive to the needs of the area.

° More courses for women are needed.
° If applicants had their way, the 'range would be much broader, but the
courses desired by applicants are not feasible.

SROs were asked whether the curriculum, the setting, and the type of
training offered within an occupational group are adequately meeting the training
needs of the target population. Five respondents believe that it is. The six who
responded negatively offer a variety of alternatives, including the need for:

(1) more basic educatlon, (2) more specialized courses; (3) longer perlods of
training; (4) improved, up-to-date curricula in keeping with current technology;
(5) placing the training outside high schools where enrollees feel out of place;

(6) purchasing new and up-to-date equipment (particularly in auto mechanic
courses); (7) making the training more accessible to either transportation or the
target areas.

Underlying all responses is the consensus that MDTA cannot be expected
to accomplish more thaa it presently is because the ability, commitment, and
integrity of the tafget population (the disadvantaged) are too low.

The attitudes expressed by SROs are, with some marked exceptions,
negative, disinterested, unknowledgeable, and dnimaginative. The impression
is one of stagnation. MDTA is no longer the subject of serious thought or effort.
The operators--particularly the SROs--are finding it impossible to serve what

appears to them to be two masters, the disadvantaged and employers.
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On-Site Directors of Training

Training in the 14 cities is conducted in a varicty oﬁnstitutions. Eight
have either "designated" or unofficial Skills Centers. Intwo cities, classes are
being conducted in high schools and are operating only after the close of the reg-
ular school day. In four cities, classes ére being conducted in community col-
leges and vocational schools. Most interviews were made with the persons in
charge of .the institutions where the bulk of MDTA programs are located.

Although most training directors would like to see the introduction of new
courses (mainly in services and health occupationé), the general consensus is that
the first step should be the developmeat of more specialization within existing
offerings. This they believe is the key to providing a better graduate (better
equipped to meet employers’ neéﬂs). ' Th‘e majority believe that the primary
barriers to the placement of graduates is the dissatisfaction of employers with
the training offered, the failure of ES to do an adequate job of placement, and the
overwhelming personal problems of the earollees.

All but one of the training directors are invelved with CAMPS and/or MDTA
advisory committees, where and when they are functional. In two cities, an oper-

ating committce of ES and training personnel meets regularly to discuss problems.

The relaticaship between ES and the schools is cordial. The directors express more -
resentment against restraints imposed on them by their own institutions than against

ES. They have little respect for the method (or lack of it) used by ES for identifying

" training occupations and are particularly unimpressed with ES placement operations.
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The consensus of all directors is that MDTA can train only for entry-level

occupations because of the limited capacities of the disadvantaged and time limi-

tations of the program. They do not believe that MDTA can be related in any

significant way to filling employer skills shortages, unless entry occupations are
considered "skills shortages."
CAMPS

At the time ORC conducted the fieldwork for this evaluation, CAMPS com-
mittees were in the process of being incorporafed into city, couanty, and state
gover nmental structures. What had once been primarily the responsibility of
ES was being assumed by political appointees who were for the most part new to
their jobs. At the same time they were being introduced into the complicated
field of manpower planning, they were also attempting to fulfill new CAMPS guide-
lines. For all practical purposes, therefore, CAMPS--in a state of transition--
was actually inoperative,
| The precise situation ORC found was thatthree cities had no CAMPS com-
mittees, although two had some connection with state committees; seven had
recently shifted from ES to political offices; four had not yet shifted and were
operating as usual.

With two exceptions, MT -1 writers considered CAMPS either noafunctional
or nonexistent. The two positive respondents seemed to be referring to past
activities of CAMPS. An analysis of interviews with CAMPS chairmen and execu-
tive secretaries yielded little data or insights of value to this study, CAMPS

may evolve into a viable planning mechanism in the future; but this depends on
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the priority placed on CAMPS by mayors, city managers, and other officials, as
well as on the quality of the staff hired to do the actual work. As of this writing,
however, CAMPS is of little value in the ideatification, justification, and operation
of institutional manpower programs. .

-~ MDTA Advisory Committees

An analysis of all MDTA system interviews leads ORC to conclude that
only two of the 14 survey cities have MDTA advisory committees, currently
active, which involve all significant elements of the community, Three other
cities show some level of activity, one of which has formed an advisory committee

during the past year. With these exceptions, it appears that MDTA advisory

committees are either moribund or totally nonexisteat. Whatever battles have
been fought in this arena, whatever lines were drawa that carved out a place for
MDTA, all had taken place long ago. MDTA advisory committees are low on the
priority list of those who would normally pa;‘ticip&te in such activity, evident not
only in the responsés to ORC questions, but also in side remarks made,by respon-
dents. For example, one respondent stated: "It's on the bottom of everyone's
list--Employment Service administrators, employers, everyone."

One active MDTA advisory committee is probably a "model” of its kind.
The chairman, dean of Contiruing Education at a local college,has done consider-
able work in the manpower field and has succeeded in activating and coordinating
the various entities involved. An employer-sponsored research group provides

labor market information geared specifically to the needs of vocational education.

Active negotiations are‘tgléing place with unions to effect agreements for linking
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MDTA to union apprenticeship programs, and the commit;ee's recommendations

to discontinue three programs and expand three others have been acted upon. If

MDTA advisory committies are to be reactivated, this particular committee could

serve as a model.

- Empbloyer Participation

One objective of this study is to assess the impact and nature of employer

participation in the institutional program. Employer participation can take one or

more of the following forms: (1) the identification and development of training pro-

grams, (2) participation in long-range planning (CAMPS, MDTA advisory com-

mittiees, etc.), and (3) participation in the development of curricula.

The first subject has already been covered; employers were surveyed, if

only by phone, regarding the appropriateness of proposed programs, A;l'though the
preceding sections discussed the relative inactivity of CAMPS and MDTA advisory

- committees, some employers have had considerable coatact with both in ihe past
and probably will have (with CAMPS at least) in the future. Therefore, a few
observations regarding their participation is appropriate.

Generally speaking, employer participation in CAMPS and MDTA advisory:
committees has been restricted to representatives of large companies-(or to public
relations executives) who are not knowledgeable about occupational demand outside
their own industries and sométimes within their own industries. There is some
evidence of participation by companies which are responding to Economic Oppor-
tunity Council (EOC) pressure, chambers of commerce, or an occasional em-

ployers' association (such as the General Contractors' Association); but most
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of this has occurred in the past. Even when employer participation was active,

however, its nature raises serious questions abc_)ut its value.

ORC's employer interviews, though heavily weighted with employers who
have had experience with the MDTA program, reveal that a very small number
have actually participated in planning for institutional programs. Moreover, few
of the employers interviewed attempt serious projections about~their own manpower
needs; few, if any, have conducted skill inventories of their own work forces, nor
do they have any real knowledge about the manpower needs of employers in their
own industry, not to mention employers in other industries. Thus, the evidence
of employer participation in long-range planning is weak. It may have public
relations value, but its value with regard to the identification of potential training
programs has been negligible,

One of the most serious complaints voiced in at least three cities by ES
personnel is that vocational education staffs responsible for planning curricula
make no effort, and have not established mechanisms, for obtaining employer

inputs. ES staff maintain that they are in a position to reflect employers' views

but are excluded from all discussion regarding the content of courses. (Inter-
views conducted with training directors appear to support this view.) When asked
their opinions about what changes should be made in course offerings, most
directors said that curricula should be more rooted in employer and industry
needs, thereby implying that this has not always been true.

The directors indicated that curricula changes occasionally occur because

of feedback from graduates who are either refused jobs, or after becoming
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-incidents, occurring only at the instigation of particular graduates or employers.
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employed, find that they lack all the required skills. Occasionally employers who

have hired graduates call either to compliment the school or to protest some as-

pect of the training that has been inadequate. These are apparently hit-or-miss

Perhaps the greatest degree of employer input into curricula development
occurs through instructs: -employer relationships. Many MDTA instructors,
especially in Skills Centers, have been hired directly from industry and have ex-
cellent relationships with employers in their particularAt:rades. If instructors

maintain these contacts and keep their courses up to date, employer participation

can be significant in the area \\_vhere it counts most.

Most formal input by employers, however, has occurred in the past; in
recent years, participation by employers on operational or course advisory com-
mittees has shown a marked decrease. As one director said, "Yocu can't expect

employers who are busy people to maintain interest and particfipation. There's

nothing in it for them; they just quit."

Union Participation and Impact on MDTA

Questions regarding the relationship of institutional training to the trade
union movement were asked of the local office managers, the writers of MT-1s,
MDTA advisory committee chairman, and CAMPS chairmen. In addition, ORC
conducted interviews in seven cities with union business agents, Human Resources

Development (HRD) representatives, appreaticeship consultants, and state appren-

ticeship officials.
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It should be noted that there are wide differences in the degrée of union-
ization existing in the 14 sample areas. Right-to-work laws prevail in three states,
Some cities are highly unionized with active apprenticeship programs, but at
least one city has so little unibnization. even in the construction industry, that
major civic building projects are being conét;‘ucted with nqnunion labor, and appren-

ticeship programs are merely "paper structures."
p progr Yy pap

The purpose for which the interviews were conducted was to determine the

" following: (1) whether these differences are reflected in MDTA occupational

offerings from area to area, (2) to what extent efforts have been made to involve
unions in the institutional manpower program, and (3) local office policy regarding
MDTA institutional training and occupations traditionally associated with union
apprenticeship programs,

ORC observed that contradictory information emerged from all sources.
For example, in one city, ES staff insisted that there is no union involvement in
the pla'nning process, yet the head of the Amalgamated Clothing Workers Union
said that he serves on the CEP advisory committee and on the Employment Panel
of the Model Cities Agency. Information offered by ES staff repeatedly contra-
dicted information provided by those outside the MDTA system--union officials,
apprenticeship fepresentatives, etc. It appears that there is a complete lack of
communication between ES and labor unions and that ES considers the union-

controlled sector of the labor market a "no man's land" (forbidden territory) as

far as MDTA is concerned,
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In five of the cities, unions are either totally uninvolved in the MDTA plan-
ning process or their involvement is 8o minimal that it is insignificant; in the re-
maining nine cities, unions had played major roles in the past--mainly to block

MDTA incursions into apprentice trades--but since the decline of MDTA advisory

—

~ committees, union participation has dwindled to almost zero.
Early union efforts to restrict MDTA training, however, are still a power-
ful influence on MDTA planners. Ia all but a few cities, unions are described as
a negative force. Although labor unions do n§t have the authority to veto programs,
few courses are proposed in certain trade union sectors (e.g., the printing and
construction trades). In a few cities, preapprenticeship programs have been

arranged in cooperation with unions, but these are the exception rather than the

rule. Where unions are administering national OJT contracts, MDTA officials
express resentment for being left out of the planning and do not believe that there
is any way to link ins'titutional training to these programs.

ES Program Letter (PL) 2088, issued on August 17, 1966, advises state

agencies that when training is being considered for apprenticeable occupations,

state ES personnel must consult With_apprenticeship representatives regarding
the coupling of the training with apprenticeship programs. The letter does not
say that if union or employer apprenticeship officials refuse to cooperate, the
proposed program must be dropped; but this is the interpretation given the letter
by most ES personnel. In fact, the letter is interpreted by most state aiii iocal

ES officials as meaning that training should not be proposed in the épprenticeable

trades.
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PL 2464, issucd on March 14, 1969, provides guidelines to job develop-

ment staff for work with employexrs under unlon~management agreements. Al-

though this letter does not relate directly to MDTA institutional training, it pro-

vides valuable information to ES staff on the organization of trade unions, types

of unions, contract relationship between unions:and managemeant, union services
to members, and related information. Although this letter is directed specifi-

cally toward job developers, it could also be valuable to manpower planners in

promoting coupled institutional -apprenticeship training. At the present time,

however, most ES planuers are wary of proposing institutional projects in union-

controlled occupational areas.

One outstanding example of cooperation between MDTA and trade uaions

(in St. Louis) illustrates what "could be” if both institutions began to look at

each other with less suspicion. In St. Louis, through the auspices of its active
MDTA advisory committee and with ;he cooperation of an HRD rxepresentative,
an agreement has been reached to train in seven apprenticeable occupations; all
| trainees have been assured that they will enter directly into regular apprentice-
ship programs upon successful completion of their training.

A review of the MDTA system reveals that the program is in the "dol-
drums." The economic downturn difficulties in serving two dichotomous goals--
employers and the disadvantaged--and the absence of any system for arriving
-at rational choices regarding the occupational offerings of institutional training

have sapped the energy, enthusiasm, and aggressiveness of MDTA plaaners and

operators, Furthermore, in most cities MDTA activities are a small part of
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overall ES activities. MDTA, therefore, is given a low priority by most admin-
istrators and local office managers. What seems to have developed is a ""system
- within a system." The MDTA staff sits in one office, or section of an office, and

is left pretty much to itself. Every now and then there is a flurry of activity when

=

b slots have to be filled, but little else. There are exceptions, of course, but the
overall impression is one of officials reduced to ""going through the paces."

A "pa.rtial explanation for this condition is that MDTA staffs have made
many attempts, and suffered many defeats, in attempting to change the program,
especially by widening the range of occupational offerings.

A review of ORC's city "change charts" reveals the extent of these attempts,
fhe city change charts are discussed in greater detail in Chapter Five; but it
should be noted here that in all 14 cities, programs for 69 new occupations have
been developed since 1969. Most of these programs, however, did not survive
more than one year. Yet, it is in these occupations that the attempt to innovate
and break away from traditional courées is most apparent. A few examples are:

surgical technician, occupational therapist, wood furniture repairmzn, floor

layer, vineyard pruner, diesel electrician, and optical mechanic.
These programs are 'interesting because they represent an effort to
look into the larger markeq;lace--outside ES activities--for potential train-
ing occupations,
The reasons that these ocbupaﬁons did not survive would be an interesting
study in itself and could also conceivably throw additional l{ght on the reasons

that the bulk of MDTA training occurs in such a small number of occupations,
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THE MANPOWER DELIVERY SYSTEM

The ES local office is the firing line, the point where the public (both em-
ployers and job seckers) meets the system. The flow of applicants and jobs forms
the basis for major decisions in the MDTA planning process. Because local office
activities are based on occupational assessments of applicants and jobs, it is coﬁ-
sidered the main source of occupational information relating to local labor mar-
kets. Local office managers and staff were interviewed for the following reasons:

(1) to better assess the appropriateness of occupations selected for institutional _

training; (2) to obtain a more subtle reflection of employex needs, beyond the
mere listing of occupations; apd (3) to ascertain the attitudes and opinions of
local office management staff regarding the program. A total of 22 local offices
and seven separate Job Bank units were contacted in 12 cities.

ORC's local office survey reveals that ES nationally is in a state of flux
and transition. For example, four cities operate separate occupational offices;
six cities have one central ofﬁée. with occupational breakdowns in a central
office; and in most of these cities, plans were under way to decentralize. Four
cities have no occupational breakdowns. Three cities have no Job Bank; Job Bank
had been installed in three cities only six months prior to ORC's fieldwork. Two
cities had installed job-matching systems. Relatioans with the job-seeking public
range;d from traditional offices to a COMO city, with extensive self-service, Job

Infor mation Center types of operations.
The changes are a healthy manifestation of experimentation, but they have

caused considerable upheavals in ES operations, particularly with respect to the
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reassignment of staif. As a result, information that might have been available to
? researchers in the "old days" is no longer available, primarily because the per-
sons "who know" are no-longer performing théir old jobs, and their replacements

are "green" in the labyrinthine ways of manpower programming.

Local office managers were asked how these changes affected overall ES

-~
;

operadons. The overwhelming response was that they have adversely affected

ES. Four cities believe that Job Bank has caused the loss of personal contact with

~ employers, the loss of specialized occupational knowledge in the local office, and
inaccurate DOT coding. Five offices maintain that internal reorganizations have
adversely affected ES operations. Only two offices consider the changes in a

positive light, both claiming that Job Bank is a selling poiat to employers.

In response to questions concerning penetration rates and the usefulness

of JOLT information, nine offices in seven cities responded that they do not know
what their penetration rates are. Four gave answers as follows: 13.5;15; 5 to 10;
and 90 percent (for clerical only). Only three offices have heard of JOLT, but
even they have not seen the data, Several state offices said that JOLT data are un-
l;gliable and would not release them to ORC researchers. It is clear that if JOLT
is intended as a managemeant tool, local offices are oblivious to its possibilities.

Labor market information from R & S divisions is coﬁsidered operationally
useless by local office managers. Déspite the installation of JOLT, Job Bank, and -
job-matching systems, centralized banks of detailed occupational information em-
anating from ES transactions do not exist in local offices, nor have methods been

devised to collect, synthesize, and store information emanating from outside ES.
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Local offices are not normally asked their views regarding the selection of
occupations for institutional training. For example, officials in eight local offices
said that their staffs had never initiated an idea for an MDTA course. In only two

cities did ideas submitted by local office personnel become funded projects,

—

- Because local office personnel have the responsibility for placing at least
50 percent of MDTA graduates (as well as many dropouts), their opinions about
existing MDTA courses were sought. The consensus is as follows:

° Training in TV repair is not long enough to provide skills necessary to do
the job, .and many small TV repair shops have their own hiring channels
that do not include minorities.

® Clerical training does not provide entry-level qualifications (the consensus

in eight cities),

° Food preparation training is not successful,

° Auto mechanic training is not successful (consensus in eight cities),
° Placement of graduates in the metal machine trades is fair.

° The placement réte for welding graduates is good.

It should be remembered, however, that the local offices deal with those graduates

and dropouts who have not been placed by either their instructors or the training

facilities. Their views, therefore, may be somewhat jaundiced.

In an effort to learn more about specific occupations, ORC asked local
office personnel (those judgéd to be most knowledgeable by their managers) to
provide information about selected occupations and about the quality of the appli-

cant supply. Occupations were selected either because training in that occupation
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was being offered or because training was not being offered in occupations that

appeared on ES demand lists. The questions were designed to determine:

) Applications on file

) Why training was not being offered in some occupations
° The process for gaining entry into the occupation

[ The degree of unionization

° The pay scales

) Where people go who normally seel; work in the field

° Whether MDTA training could provide a "“foot in the door"
o What they consider shortage occupations

Questions were asked of 62 ES frontline interviewers and supexvisors
concerning 61 occupations. In most occupations, according to most respondents,
registered applicants exceed job orders by huge margins. This is particularly
true of truck drivers, clerical occupations, food preparation occupations, metal
machine occupations, and building maintenance.

With few exceptions, very little occupational information was gained from
the interviews. Interviewees were not knowledgeable about occupations outside
their particular scope of activities: wage scales, ports of entry, or the degree
of unionization. Few knew how most people find their way into an occupation; in
fact, most respondents could not even name those occupations in which union
apprenticeship programs exist.

On Aug'ust 18, 1966, during a period of low unemployment, ES issued
PL 2082 which provided guidelines for a program to meet skills shortages at
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state and local levels, This letter outlined a comprehensive system for ideantify-

ing skills shortages, based not only on ES transactions but on area skill, training
needs, industry surveys, and occupational guides. Perhaps because ES has under-
gone So many reorganizations since 1966 or because of increasing unemployment
rates (and declining skills shortages), the system outlined in PL 2082 has fallea
into disuse (if it was ever fully implemented). This is not true in all areas, but
in most of the SMSAs included in this study, the system outlined in PL 2082 either
has not been implemented or has been discontinued.

The only conclusion that can be drawn is that ES is not a source of reli-
able or relevant occupational inforrﬁation; it cannot identify skills shortages, nor
can it assess the relative suitability of occupations selected for institutional
" training as opposed to those not selected. ORC realizes that Manpower Admin-
istration programs to improve methodologies for making state and local estimates
and forecasts for manpower resources and requirements enhance the expertise of

state and local manpower staffs in the use of labor market information. Improve-

ments for the dissemination of labor market information (as outlined in the 1972

Maanpower Report) are now under way. However, their impact has not as yet

been felt at the state or local levels.
Concerning the postulates made at the beginning of this chapter, the follow-
ing conclusions emerge:
(1) = Training occurs in occupations where there is generally consider-
able activity within ES. It is not demonstrated that the activity

relates to a shortage of workers af skill levels required by the
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employers, nor is it possible to determine whether the selections
made are necessarily the best that could be made.

.(2) A body of knowledge necessary for determining skills shortage occu-
pations does not exist. Scattered information exists in ES, but it is
not in retrievable or usable form.

(3) The knowledge that does exist in usable form is not used as produc-

tively as it could be.

THE SEARCH FOR GUIDELINES

One of ORC's objectives is threefold: to determine what guidelines are cur-
rently in effect, whether they are adequate and administratively feasible, and to
what extent they are being observexi.

The obvious first step was to obtain a copy of the federal MDTA Occupational

Outlook Handbook. The following is a chronicle of ORC's efforts to obtain the

Handbook:

(1) Called the regional office of DOL and spoke to the MDTA coordi-
nator, requesting a cdpy of the MDTA Handbook. Only Chapter III,
"Training Project Development," was available; but it was suggested
that the others might be available in the research library. However,
ORC was told that the Handbook "is obsolete."

(2) Went to the research library. It was determined that Chapter II,
"Training Needs Survey, " was also relevant and necessary. How-

ever, the research library had no copies. The librarian offered
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- (3)

(4)

(5)

(6)

149

to request a copy from Washington. He warned, however, that the

Handbook "is obsolete™ and that new material, directives, and

guidelines have emerged in various forms which are not represented
in the Handbook.

Two .ORC researchers spent four hours reviewing all ES Program
Letters (ESPL), General Administrative Letters (GAL), field memos
and other documents issued since July 1968, including the periodic
checklists. All documents that appeared to be even vaguely related
were selected and duplicated. When the librarian called Washington

for Chapter II, he was reminded that the Handbook "is obsolete."

Obtained a copy of the California MDTA manual, having been warned
that it "is obsolete” and in the process of being redone. The north-
ern California MDTA coordinator did not have a copy of Chapter II.
He did offer to review all California division notices since 1969 to
provide ORC with California's reflections of changes in national
guidelines. These px.'oved to be interesting but not significant.
Telephoned all survey cities to determine whether they have state
versions of federal guidelines, and if they do, to send the relevant
sections. Two states responded. The rest said that they use the

federal MDTA Handbook only, but to quote a few, "Did you know

that it is obsolete?"

~Again checked with the regional DOL office and described the prob-

lems encountered. ORC was told that changes in policy do not
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(7)

(8)

always come by way of written directives. They are sometimes

imparted by word of mouth, at conferences, and in other forms.
The DOL spokesman said, however, that the rewriting of the Hand-
book is now complete, ‘but not yet available, and suggested that it
might be fruitful to telephone the person responsible for redoing
the Handbook.

Telephone call to the San Francisco MDTA coordinator's office to
determine the guidelines for refunding projects. He provided the
35 percent dropout/75 percent placement criteria., He also stated
that most projects fall far below the criteria on placement but are

nevertheless refunded. The promise to take corrective action,

which allows the refunding to occur, is normally something like:
"We'll provide more supportive services.” He stated that he be-
lieves the projects are refunded because "they're all set up. They
have the equipment and instructors. Nobody's going to dismantle
them,"

Telephone call to the person in Washington, D.C., responsible for
rewriting the MDTA Handbook. He reiterated that all material now
in the field "is obsolete.” The new version combines Chapters I,
IT, I, IV, etc., iato one handbook. It has been completed and is
now ready for publication, but not available to ORC.

Question: "Can you tell us what changes have taken place?

For example, what are the guidelines for identi-

. fying and justifying an occupational choice?"
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Answer: "Yes. The manual will now say that no MDTA
course will be funded unless there are absolute,
written promises of jobs from employers."

(9) Received Chapters II and IV, with an attached note to the effect that
they "are obsolete.” A comparison of the material sent from the
states was made with the "obsolete” chapters. The differences are
insignit"icant.

The search for guidelines was over. It is abundantly clear that they do not
exist. This was fairly evident in the field. A number of contradictory and incon-
gruous concepts had been evident. However, the search produced a sense of what
occurs in an agency when it attempts to respond to swiftly changing and sometimes
conflicting social pressures.

The introduction to this report reviews the major elements of these historic
changes. In searching for the guidelines and‘reviewing subsequent notices and
directives, ORC found that it became clear how these changes affected the oper-
ation of the program. In 1962, when the law was passed and the emphasis was on
filling skills shortages through MDTA, Chapter II of the Handbook was written.

It provides a rather elaborate and sophisticated method for determining shortage
occupations and selecting training programs. Though inadequate in some respects,
especially in the light of more recent findings about how the labor market operates,
it is nevertheless a considerably more detailed and carefully thought out proce-
dure than anything remotely related to the way in which the field is now operating.

Not only does it establish a far more defined methodology, it assigns a major

responsibility to R & S divisions.
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In 1964 and 1965, the shifts began to occur. Congressional committees

called for a more relaxed view of “reasonable expectations of employment.” The
agency responded by a series of directives to the field, changing the emphasis of the
program. R & S gradually became phased out,

Chapter II, however, was not rescinded or replaced. It simply fell into
disuse, just as obsolete laws fall into disuse. No alternatives to Chapter 11 were
developed, nor did the requh;ments on the MT-1 form change significantly. The
NARISCO report on MDTA systems recommended the elimination of form MT-15

The field reccived the message in a variety of ways, not the least of which
was that the job of selecting occupations was given to minimally trained people,
with limited experience in dealing with labor market information. The message
clearly was-that MDTA is now 2 vehicle for helping the disadvantaged get a job.

It is not a vehicle for filling employer shortages. The two are not the same.

There is no way of using the placement of graduates as a measure to determine
the extent to which MDTA is effectively providing workers with requisite skills in
occupations where employers have needs. The field responded exactly as it was
supposed to: The carefully designed methodology described in Chapter 1l was in-
appropriate, burdensome, aid obsolete. Except, no one actually said so. The
MT-1 still requires that all the questions be answered and all words be the "right”

words. But the ficld is going through an exercise it regards as essentially futile

and incongruous,

SNorth American Rockwell Information Systems Company, A Systems

Analysis of the MDTA Institutional Training Program, prepared under contract
with the Office of Policy, Evaluation and Research, Manpower Administration,
U.S. Department of Labor (March 4, 1971),
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Chapter Five

The Findings

Chapter Four described ORC's search for existing methods of determin-
ing "skills shortages” and identified occupations in which there are reasonable
expectations for employment and which are suitable for MDTA institutional train-
ing. Three important factors which have a direct bearing on the material con-
tained in this chapter emerged from this search:

° MDT A planners do not have available centralized sources of occupational
information, nor do methods exist for distinguishing skills shortage occu-
pations from those which may be in demand for numerous other reasons.

° Bits and pieces of occupational information are available to MDTA plan-
ners. These include: "hard-to-fill order" lists, computerized or hand-

tabulated reports on all ES activities, the Occupational Outlook Handbook,

area manpower surveys (in some areas), individual employer surveys

regarding specific occupations, and suggestions from employers, unions,

or committces.
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° For the most part. MDTA planning is based on infommtior}w derjved
r
solely from ES activities (although for new programs, e;t{ployer surveys

are conducted); information from the larger marketplace is generally
lacking.

METHODOLOGY

In scarching for demand o::cupations, ORC examined hard-to-fill order
lists, performed want-ad analyses. interviewed 25 employers in each arca, and
interviewed local office personnel, union representatives. and state and local
apprenticeship officials. am‘ong others., Originally, the want- ad analyses and
the employer interviews were to be used as checks on the accuracy of ES demand
in.form';ztion. However, because ES agencies make no distinction between skills
shortages and low- or high-quality. high-turnover jobs, their lists of demand
occupations do not constitute sources of verifiable "skills shortage"” information,
The want-ad analyses and the empl.oye}' interviews became. therefore. additional
sources of occupational information rather than checks on what was presumed
to be an existirg “system, "

Thus. the occupations cited in this chapter, because of their presence on

ES lists and/or want-ad and employer lists, are assumed to be demand occupa-

tions, They may be in demand because of shortages of workers with the requisite
skills or because of other reasons, including large occupations in which there is
a consistent flow of new op'enings. high-turnover rates. low-quality jobs. among

others. The best ORC can do is identify demand occupations which have sub-

stantial skill content.
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Furthermore. since most of the information is based on ES transactions,

which constitute a small portion of all labor market activity, it is almost ~ertain
that additional demand occupations (not known by either ES agencies or the eval-

uators) exist in each of the SMSAs included in the ORC sample.

—v-

- To deal with the voluminous information collected, ORC devised an
"Index of Occupational Information’ (I0I). This.fofm. 22 pages long, was filled
out for each of the sample areas (see Figures 5.1 and 5, 2). Occupations, divided
by clusters and identified by six-digit DOT codes, are listed in the two left-hand

columns, All occupations listed have appeared on ES hard-to-fill order lists,

in want ads, or have been cited by employers or other sources, in one or more
fiscal years, Across the top of the form, the following sources are listed: °

° Employment Service

-- Printed: All hard-to-fill job orders which have appeared in AMRs
in one or more of the three fiscal years (1969 through 1971), by
fiscal year

-- Verbal: Nondocumented information obtained from local office and

" other ES personnel
) Want Ads: Information obtained by analyses of want ads, by fiscal year

(method for analyzing want ads described below)

° Employer Interviews: Past and present demand occupations cited by
employers
® Other: Nondocumented information obtained from union officials, state

apprenticeship o'fficigls. among others
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The last column on the first page of the form (Figure 5. 1) lists all MDTA
institutional programs by slots and by fiscal year. The second page (Figure 5. 2),
when joined to the first page, matches other manpower training programs with
the “demand” occupations listed in the left-hand column. However, ORC was not
as successful as it had hoped in identifying all institutional WIN and CEP pro-
grams or in identifying, by occupation, NAB-JOBS and JOP programs. Informa-
tion about institutional training conducted by WIN and CEP was not as readily
available as information about regular MDTA, ;md a time- consuming examina-

tion of NAB-JOBS and JOP contracts was necessary to identify specific occupations,

This was not possible in all sample areas. In general, however, the institutional
programs of WIN and CEP are about the same as regular MDTA; in fact, both
programs use existing MDTA facilities, either by referring enrollees to existing

projects, or by "buying into" existing programs,

Beforc ORC's IOI analysis is presented, brief explanations are necessary
regarding the three major sources of occupational information: ES pfinted,

want-ad analyses, and employer interviews.

ES Priated

All occupations listed in AMRs as hard to fill, reg;rdless of their suit-
ability to MDTA institutional training or the methodologies used to identify
hard-to-fill orders, have been checked in this column. Part of the IOI analysis

consists of eliminating occupations which are unsuitable (for any reason) for

institutional training,
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Want Ads
Want ads in six issues of Sunday newspapers in each city were analyzed.
The issues chosen for analysis were the second Sundays of April and October.

These months were selected in an effort to minimize seasonal and year-end

influences; Sundays were chosen because the largest array of ads appear in
Sunday editions. All ads, with the exception of those listed below, were copied
on specially designed forms. The following types of ads were excluded:

) Purely part-time jobs

o Commission- type sales jobs

° Jobs requiring .';m A.A. degree or above

° Jobs requiring more than two years of specialized education

o Jobs requiring three years or more experience

° Jobs which provide living quarters as a major portion of the compensation
; Jobs requiring no special skills for entry; e.g., "dishwasher"

() Jobs placed by private employment agencies

o Civil service announcements

) Jobs requiring special screening; e.g., "model,"” “dancer," etc.

Only those occupations for which there were three or more ads in each
fiscal year were checked on the 10Is. All occupations for which there were only
one or two ads were placed in the "miscellaneous’ columns of each cluster.
Employer Intervicws

Embli;yer- cited demand occupations will be analyzed separately in this

chapter. The employer interviews, mainly because of the small size of the
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samples for cach area, were not much help to the evaluators in identifying
demand occupations.

101 ANALYSIS

There is no easy way of presenting this material. The 10Is deal with

ncarly 1,000 individual occupations (not clusters), spread over 14 cities in three

N
i}

fiscal years. Each IOl is 22 pages long and lists as many as 210 demand occu-
pations. A city-by-city display of the IOIs would weary even the most hardcned
report reader. Furthermore, because the I0Is deal with detailed rather than
aggregate information. there is perhaps no better way to display the information
than by means of the 101 form itself. For this reason, copies of the I0ls for each
of the sample areas will be presented to DOL along with this report.

Four separate analyses of the I0ls are presented in this chapter. The

first illustrates how some of the major inhibitors reduce the occupational range

of the institutional program, The second examines institutional training in
rclation to those occupations which appear to be in demand in seven or morc
cities or occupations which have a relatively universal demand. The third
examines the relationship of MDTA to demand occupations in two cities: Dallas,
Texas, which has the most active labor market of any included in the sample,
and Duluth, Minnesota, which has the least active labor markét. The fourth
cxamines briefly the results of the employer interviews (the major report on

the cmploycer interviews is contained in Chapter Seven).

In performing the 10l analysis, ORC uscd codes to eliminate occupations

which for one reason or another are unsuitable for MDT A institutional training




(including outside inhibitors, such as union opposition, licensing and credential-
ing requirements, ctc.).
The codes are as follows:
Code 1: Outside the scope of MDTA; e.g., jobs requiring college degrees,
professional occupations, etc.
Code 2: Skill requirements too low for MDTA; i.e., low-pay, poor

working conditions or high-turnover occupations

Code 3: Within the scope of MDTA, but not under current practices; i.e.,

jobs which require two years or more of training, or a good deal of on-
the- job experience (e. g., tool-and-die makers, some machine setup

men, store managers, journeymen of construction trades)

Code 4: Union opposition; e.g., construction trades (bricklayers, rough
carpenters, sheet metal workers, etc.)

Code 5: Licensing, credéntialmg. and bonding regulations; e.g., main-
tenance mechanic in some areas, air conditioning mechanic in some

areas, armored car driver, some medical occupations

Code 6: Against MDTA regulations; e.g., commissioned salesmen and

the garment trades

Code 7: Employer hiring practices; e.g., civil service régulations,

requirements by some employers of an A.A. degree or high school

diploma, and testing requirements

Labor standards legislation is mentioned in DOL's RFP as a possible
inhibitor of MDTA training; however, ORC found no case where such legislation

is a barrier to the institutional program.,
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some of the codes require the application of a certain amount of arbitrary
judgmeut by the evaluators, For example, code 3 (within the scope of MDTA,
but not un(ier current practice) goes to the heart of the matter of "suitability"
for MDTA training. Under current practices, the average length of training in
MDTA is about 29 wecks. Thi: factor alone, of course, climinates muny occu-
patioas which wouid otherwise be suitable for institutional training. Although
there is no hard-and-{ast rule as to how long institutional training should run
(except for the 104 weeks maximum), most planners opt for "lean" programs
which can serve the largest number of enrollees rather than "rich' programs
for few enrollees. If the limited amount of funds available is considered, this
is understandable; but in coding occupations, ORC had to take into account this
factor, | |

Distinguishing between codes 2 and 6 is also a problein in some occu-
patious. For example, garment trades occupations are low-pay, high-turnover
jobs in some areas. They are also prohibited by MDTA regulation. Should such
jobs be eliminated because d the low-pay, high-turnover factors (even though
they may have substantial skill dontent), or should they be eliminated because

of MDTA regulations, or both? In the garment trades, ORC opted for code 6- -

"against MDT A regulations. /
T , .
Judgment-also-liad to be exercised regarding occupations which fall within
both codes 3 and 4 (length of training versus union opposition). It is the opinion
of many that workers can be trained for entry into some construction trades in

a relatively shore period of time.  The question arises, therefore, as to whether
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it is union opposition or the short training period that is the primary barrier to
MDTA training in the construction industry. ORC opted for union opposition in
occupations such as sheet metal worker, bricklayer, floor layer, painter,

roofer, paperhanger, plasterer, weather stripper, some electrician-related

occupations, all "helpers” and, in at least one case, welder. Journeyman
carpenter, electrician, plumber, pipefitter, and structural steel worker are
coded in the 3" category.

Finally, it is difficult to use code 7, "employer hiring practices.'" Few

of the employers interviewed listed education as a formal screening mechanism,
yet most said that if they had to choose between two “equal” applicants, one high

school graduate and one a nongraduate, they would choose the former. This,

however, applies to most employers, not just a few. It is also difficult, for
obvious reasons, to identify employers who discriminate because of race or sex.
The only hiring' practice that could be positively identified in this area is the use
of testing as a screening mechanism, and this applies mainly to civil service
agencies. Employer hiring practices will be discussed more extensively in the

section on inhibitors.

OVERVIEW OF MAJOR INHIBITORS

A towl of 905 occupations appears on the IOIs in one or more fiscal years,
through one or more sources (ES printed, ES verbal, want ads, employer inter-
views, or other). Of these, ORC eliminated 345, or 38 percent, by applying

the codes. The breakdown is as follows:
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o Total occupations listed, by any source, in one or more fiscal years: 905

o Total occupations eliminated by code: 345
° Remaining occupations: 560
° Breakdown by code:

- -- Code 1: Outside scope of MDTA: 44

-- Code 2: Insufficient skills for MDTA: 87

-- Code 3: Within scope of MDTA, but not under current practices: 108

-- Code 4: Union opposition: 77

-- Code 5: Licensing and credentialing requirements: 5

-- Code 6: Against MDTA regulations: 17

-- Code 7: Employer hiring requirements: 7

Of the 560 occupations that remain after the codes have been applied,
MDTA is training in 91 (Table 5-1), leaving a final total of 469 "demand occu-
pations' in which there is little or no MDTA institutional training. Tﬁis 'does
not mean, however, that the remaining 469 occupations are leéitimate demand
occupations, are any more suitable to MDTA training than ;he occupations in
which training is becing conducted, or have substantial skill content, The major
purpose of this excrcise is to narrow the MDTA "playing field" by identifying
major inhibitors or by eliminating those occupations which are ﬁot suitable to
institutional training (either hecause they are heyond its scope or are too low
skilled to be fit subjects for the program),

Codés 1 and 2 are not inhibitors; they merely eliminate those occupations

which cannot and should not be subjects of MDTA institutional training, Of the
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TABLE 5-1

Overview of MDTA Institutional Training
(Fourteen areas; fiscal years)®

Number of Number of Percentage of
Cluster Occupations Slots Total Slots
I Clerical _ 10 3, 605 31.7%

Automotive’ 13 1, 360 12,0
Medical occupations 9 1,113 9.8
Welding 4 1,093 9.6
Machine trades (metal) -5 1,054 9,3
Upholsterer /alteration tailor 2 458 4,0
Nonauto repair 11 407 3.6
Food services - 4 412 3.6
All other 33 1, 895 16. 4

TOTAL 901 11, 397 100. 0%
Breakdown of "all other”

Sales 2 270

Laundry and dry cleaning 3 207

Assemblers 3 205

Building maintenance 1 138

Construction and painting 4 135

Environmental - 2 135

Printing 2 130

Home attendant/child care 2 120

Draftsman 2 169

Woodworking 2 80

Construction engineer aide 1 72

Instrument man 1 40

Cosmetologist 1 44

Fish cleaner/freezer 1 30

Optical mechanic and industrial

lens grinder 2 25

Vineyard pruner 1 25

Patrolman 1 20

Executive housekeeper 1 20

Heating, cooling, air conditioning A 30

TOTAL 33 1,895

ap’ata collected by Olympus Research Corporation,

ERIC | 17




inhibitors (codes 3 through 7), only codes 3 and 4 could be considered “major.
Of the 774 occupations remaining after codes 1 and 2 have been subtracted from
the total (Y05), 24 percent, or 185 occupations, are climinated by application of
codes 3 and 4. Only 4 percent arc eliminated by application of codes 5 through 7,
Thus, it appears that licensing and credentialing regulations, MDTA
regulations, and employer hiring practices are not major inhibitors of the insti-
tutional program. The major inhibitor is the short length of MDTA training under
current practices (code 3). The vast majority of occupations eliminated under
- code 4 (union opposition) arc in the printing and construction trades.
Further discussion on barriers to the institutional program is contained
in a special scction of this chapter, "Inhibitors.”™ It ‘should be emphasized here,
however, that barriers caused by employer hiring practices are hard to docu-
ment or quantify. In some areas of the country, thesc may be formidable inhibi-
tors in all occupations; in others, they may be major barriers in some occupations.

Figures 5.3 and 5. 4 provide a graphic display of the overview of major inhibitors,

Legend (Figures 5.3 and 5.4)

Code Category

Outside scope of MDTA

Insufficient skills for MOTA

Within scope, but not under current practices
Union opposition

Licensing and credentialing requirements
Against MDTA rcgulations

QEOOEO

Fmplover hiring requirements
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— 905 Demand Occupations -~

214 Occupations— — 131 Occupations —

/91 Occupations\r— 469 Occupations

MDTA @

Training @ @ @ @ @
@

b
!

~Figure 5.3. Major Inhibitors in the "World" of MDTA

I 905 Demand Occupatipns ~

91 131
(Occupations | — 683 Occupations —~— Occupations -~

MDTA
Training

Suitable if Inhibitors Were Removed

Figure 5.4. "World" of MDTA Minus Major Inhibitors
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After applying the codes and arriving at a total of 560 occupations, OR::

attempted to identify those occupations which have "substantial skill content,"”

and in which there is little or no MDTA training. The following occupations were

identified:

Cluster
Draftsmen
Nonmedical technicians and assistants
Bookkeeping and accounting
Computer and data processing
Woodworking occupations
Truck and heavy equipment mechanics
Heating, cooling, and air conditioning

TOTAL

Number of

Occupations

12
17
5
3
18
6
7

68

MDTA

Slots

1692
None
NoneP
None

80
35
30

314

2Most drafting is for one occupation, "mechanical draftsman."”

bExc:luding "accountant” or ""'CPA."

MDTA training was concentrated in 58 occupations which have substantial

skill content. The remainder (434), although suitable for MDTA, were judged as

not having substantial skill content. Among these are the following: sales jobs

(clerks and cashiers, etc.), miscellaneous clerical occupations (various kinds of

file clerks, shipping and receiving clerks, etc.), food service occupations (wait-

ers, waitresses, sandwich and salad makers, etc.), foundry occupations, semi-

skilled metal working occupations, food processing occupations (dough mixer,
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fish cleaner, poultry dresser, etc.), various kinds of assemblers, and miscel-
laneous semiskilled processing occupations.

It should also be mentioned that 38 of the 560 occupations (those remaining

after codes have been applied) are in the metal machine trades cluster. Although
this is a popular MDTA offering, trainees are exposed to an average of only five

production machines.

DEMAND OCCUPATIONS IN SEVEN OR MORE CITIES

Table 5-1 gives a three-year overview of institutional training in the 14
areas. A total of 58 occupations in eight clusters account for 83 percent of all
institutional slots; 32 occupations in 18 clusters account for 16 percent of all
slots. With this table as a base, this analysis attempts to identify occupations
which appear to have a universal demand and which have substantial skill content
and in which there is little or no MDTA institutional training. Employer-cited
demand occupations have not been included in this exercise because as was stated

previously, the employer sample is not large enough to be used as a check

against occupations appearing in the ES printed and want-ad columns. Thus,
only ES and want-ad indicators are used in this a.na.ly;is.

ES "hard-to-fill" order lists and the want-ad @yses indicate that 309
occupations appear "m demand” in seven or more cities. Of these, ORC elimi-
nated 73, or 23 percent, by applying the codes. The breakdown is as follows:

[ Totql occupations in demand in seven or more cities: 309

L Total occupations eliminated by code: 71



[ Remaining oceupations: 238
° Breakdown by code:

-- Code 2: Insufficient skills for MDTA: 2 \\‘

~
-- Code 3: W:thin the scooe of MDTA but not under current pra\cm:\e : 20

..

—v
]
1

Code 4: Union opposition: 28
-- Code 5: Licensing and credentialing regulations: 4

-- Code 6: Against MDTA regulations: 17

" Of the 91 occupations in which MDTA courses are conducted (in any of the

fiscal years), only nine - not shcw up as demand occupations in scven or more
cities. Thus, MDTA is conducting courses in 82 of the 238 "remaining occupa-
tions, " leaving a total of 156 occupations in which there are no MDTA courses
(sec Figure 5.5). Of these, only the following could be considered to have

“substantial skill content®':

° Electronic technician

® Misccllaneous nonmedical technicians

° Bookkeeping and accounting occupations

° Keypunch operator and other semiskilled data processing occupations
° Nonmetal machine trades

° Truck and heavy equipment mechanics '

° Heating, cooling, and air conditioning occupations

Table 5-2 provides a more detailed look, by fiscal year, of this "world. ™
The left-hand column lists occupations (some specific, some clustered) which

appear to be in demand in seven or more cities. The source of the demand
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r 309 Demand 0cwpation§ ~~~~~~ N

— 82 Occupations ~/ 156 Occupations —\ 71 Occupations RN

MDTA Training Suitable but no Training All Codes

O2Q®G
®0

—-

Figure 5.5. Relationship of MDTA Institutional
Training to Occupations in Demand
in Seven or More Cities

chgnd

Code Category

Outside scope of MDTA

Insufficient skills for MOTA

Within scope, but not under current pfactices
Union opposition

Licensing and credentialing requirements
Against MDTA regulations
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Employer hiring rcquiremenfs
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information is listed in columns 2 through 4. If the source is IES only, the occu-
pation is checked under the appropriate fiscal year in column 2; if the source is
want ads only, it is checked in column 3; if the source is both ES and want ads,
it is checked in column 4. In column 5, each occupation is given a "demand
rating.” An occupation which appears on both ES lists and want ads (column 4)
receives a score of 2 points; thus, if an occupation appears in both ES lists and
want ads for three fiscal years, it receives a demand rating of 6. If an occu-
pation appears only on ES lists or want ads but not in both at the same time
(columns 3 and 4), it receives a 1 for each fiscal year that it appears; e. g.,
an occupation which appears on ES lists but not in the want ads for three fiscal
years receives a score of 3 or vice versa. The last two columns indicate whether
institutional programs were conducted in the occupation, by fiscal year, and the
" number of cities in which courses were conducted.
The following conclusions can be drawn from Table 5-2:
® In the sample areas, MDTA is training heavily in five occupations which
have high demand ratings: clerical, auto mechanics, welding, medical
occupations (except LPN), and mechanical drafting.
® There is very little institutional training in the following occupations

which have high demand ratings: LPNI; building maintenance; electric

-
—

and electronics occupations; carpenter; assembler; sales clerk; uphol-

sterer; and heating, cooling, and air conditioning occupations.

lOn a national basis, 6 percent of all MDTA slots in fiscal year 1972
were allocated to LPN, :

181




There is no institutional training in the following high-demand occupations:
bookkeeping and accounting, keypunch operator, 2 shipping and receiving
occupations, wholesale sales occupations, electrician, bricklayer,
plumber, transportation occupations, sheet-metal worker, and roofer,

° There is heavy institutional training in the following medium demand
(demand rating of 4 or less) occupations: nurse's aide. food-prepara-
tion occupations, metal machining occupations, and auto body repair,
Some of the occupations listed above do not have significant skill content

or are low-paid, high-turnover jobs. Thesc are: assembler, sales clerk,

upholsterer, and shipping and receiving occupations, In addition, "building

maintenance” means “janitors" to many minorities; as a result MDTA planners

arc reluctant to propose such courses. If thesc courses are eliminated from

the overall list, the following occupations--in which there is little or no institu-

tional training--are left:

° LPN

° Electric and electronics occupations

° Carpenter

° Heating, cooling, and air conditioning occupations

° .Bookkeeping and accounting
. Keypunch operator

° Wholesale sales occupations

2In fiscal year 1971, atotal of 1,311 persons were enrolled nationally
in keypunch operator and related data processing occupations.
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Electrician
Bricklayer
Plumber

T ransportation occupations

Sheet metal worker

Roofer

-- LPN: This course would exist in at least two more cities if state
licensing agencies would accept MDTA training. Thus, code 5
applies partly to this occupation.

-- Carpenter: This is a union- controlled apprenticeship occupation

(code 4).

-- Heating, cooling, and air conditioning occupations: There are

approximately 10 occupations included in this group. In some
areas, licenses are required for air conditioning mechani;: and
for heating equipment installation and maintenance. The air
conditioning field is divided into at least three segments: fabri-
cation, construction, and maintenance and repair. The construc-
tion segment is generally controlled by sheet-metal and plumber
unions (code 4). Maintenance and repair could be a fertile field
for MDTA; however, the manufacturers and dealers of air
conditioning equipment generally sell service contracts to their
customers and have training programs for workers to service

- these contracts. In addition, many private schools specialize in

183




the air conditioning field. MDTA, therefore. would face stiff com-
petition. IFabrication of air conditioning units depends on whether

air conditioning units are manufactured in the areas.

-- Electrician, plumber. sheet metal worker, bricklayer, and roofer:
These occupations are generally controlled by union apprenticeship
programs (code 4).

-- Transportation occupations: These are driving occupations- - hecavy

truck driver, light truck driver, bus driver, etc. They are perhaps
better suited to on-the-job than institutional trgining.

Thus, after eliminating the occupations listed above;, only four occupations
or groups of occupations (with substantial skill content and in which there is lictle
or no MDTA training) are left: electric. and electronics, bookkeeping and account-
ing, wholesale sales occupations, and keypunch operator. Segments of the heat-
ing, cooling. and air conditioning cluster and LPN could be added to these in
some areas.

‘This analysis shows that the MDTA institutional program, lacking compre-
hensive occupational information, has nevertheless managed to “"carve out" a
piece of the market upon which it concentrates. Most of its occupational offerings

appear to be demaud occupations; its range could be widened3 considerably if:

31t is difficult to judge the effect that a longer training program would have
on the range of occupational offerings. Many of the occupations eliminated
because of length of training (code 3) are union controlled, such as boilermaker,
clectrician, plumber, tool-and-die maker, "machinist” as opposed to "machine
operator. " printing trades, etc, Others may require experience more than train-
ing, such as inaintenance mechanic. store manager, office manager, etc, It
seems safe to assume, however, that if the period of training was lengthened,




Planners had access to occupational information about locil areas

not limited primarily to ES activities

(2)  Some of the barriers now existing could be eliminated
(3) The period of training could be lengthened
Within these severe limitations, the program seems to be operating as best it

can.

TWO-CITY ANALYSIS

Duluth, Minnesota

An indication of Duluth’'s somewhat moribund labor market is that not one
of its "demand" occupations appears both on ES lists and want ads in any of the
three fiscal years in question. Some occupations appear on ES lists in one or
more fiscal years, some in the want ads, but never do they appear in both at the
same time. In fiscal year 1969, 11 occupations appear in the want ads and none
on ES lists. These are: miscellaneous medical, bookkceping and accounting,
clerical, wholesale salesmen, cosmetologist, chemical processing, metal
machining, roofer, and nonmefa.l machining. Employers interviewed in Duluth
cited five demand occupations: metal machining, maintenance mechanic. mill-

wright, shoe repair, and electrician.

MDTA would be able to train in a host of machine "setup’ occupations, highly
skilled woodworking occupations, "first class"” cooks and chefs, electronics
occupations, shoe repair, some aircraft occupations, air conditioning occupa-
tions, more drafting occupations, wholesale sales occupations which require
technical knowledge, highly skilled legal and medical secretaries, bookkeeping
and accounting occupations, and more highly skilled medical occupations (such
as medical technician and X ray radiological technician), among others.




Duluth's institutional program in 1969 (excluding CEP) included the follow-
ing offerings: mechanical draftsman, health occupations, clerical, cook. and
welding.

Thus, two of Duluth’s five offerings are in demand occupations (if want

ads are a legitimate indication of demand): medical occupations and clerical.
There is no indication of demand in the other three: mechanical draftsman, cook,
and welding. There are no institutional offerings in any of the employer- cited
demand occupations., However, four of those occupations fit into one or more of
the codes: maintenance mechanic (3), millwright (3), shoe repair (3), an;:l
electrician (4). Metal machining is the only employer- cited occupation that
checks with the want .ads.

In fiscal year 1970, Duluth's institutional offerings were: food preparation, .
mechanical draftsman, health occupations, clerical, gas engine repair, and weld-
ing. Nine different health occupations appear in the want ads; two (not the same
as those in thc want ads) appear on ES lists. Three different clerical occupations
appear on ES lists, one in the want ads. One welciing occupation appears on ES
lists and another in the want ads. These are the only MDTA occupations that

show any demand activity, There is no indication of demand in food preparation,

gas engine repair, or mechanical draftsman,

The Duluth situation was very ﬁearly the same in fiscal year 1971. There
was some indication of demand in the same three offerings -- welding, clerical,
and medical occupations -~ but there was no indication of demand in auto service

or food preparation.
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The problem with Duluth is that no occupation or cluster of occupations,
with the possible exception of clerical and medical occupations, shows a persist-

ent or even periodic demand. As a result, MDTA planners call employers and

grasp at straws.

s
!
4

- Dallas, Texas

If the Duluth economy can be described as moribund, the Dallas economy
is just the opposite. In fiscal year 1969, a total of 22 occupations or clusters of
occupations appears in demand on both ES lists and in want ads. Table 5-3 shows
the correlation between Dallas' institutional program and occupations which apéear
to be in heavy demand. Listed above the dividing line in the table are occupations

in which there has been institutional training; for these occupations all indicators

of demand are shown. Below the line are occupations in heavy demand; i.e.,
that appear on ES lists and in want ads.

! In 1969, six of Dallas' nine institutional offerings appeared to be in heavy-
demand occupations; in 1970, four out of five; and in 1971, three. out of six. The
interesting factor in the Dallas situation is that in 1969, Dallas had 17 heavy-
demand occupations from which to choose institutional programs; in 1970, 16

occupations were in heavy demand. In 1971, the figure drops to nine.

Yet, in both 1969 and 1970, Dallas selected three occupations in which
the demand appears to be light, and in 1970, one light-demand occupation was
selected. Furthermore, the heavy-demand occupations are approximately the
same as those that appear in other areas of the country: clerical, metal machin-

ing, automotive, and welding. Six of the 11 heavy-demand occupations in which
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there is no MDTA training (in fiscal years 1969 and 1970) are in building trades.
However, in Dallas the building trades are only about 50 percent organized, and
in the home building industry, the percentage is even less, Since Texas is a
"right-to-work" state, it would seem that Dallas would be an appropriate area
for experimenting with building trades programs, possibly with the cooperation
of unions (which are looking to increase their membership). Yet, no such pro-
grams have been attempted.

The other heavy-demand occupations are: LPN (which may encounter
licensing problems in Dallas), keypunch operator, cook, aircraft mechanic (in
which NAB-JOBS has staked a claim), air conditioning mechanic, TV service
and repair (in which MDTA has experienced very little success, possibly because
of the short training period), maintenance mechanic (which generally requires
many years of experience), and building maintenance (which is unpopular with
the program clientele).

Dallas is a prime examplé of the paucity of occupational information exist-
ing within the system. In 1969, the Dallas unemplcyment rate was only 1.5
percent; literally all occupations were in demand. Yet the system managed to
identify only 10 heavy-demand occupations (excluding building trades crafts)
which are suitable for MDTA training. The record shows that institutional train-
ing was offered in six of these occupations--the same programs that appear in
most other areas of the country where the unemployment rates were substantially

higher,
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EMPLOYER INTERVIEWS

Occupations cited as "shortage” by employers are the most difficult to
analyze for several reasons. First, most employers could not stute with certitude

in which years they experienced difficulties in recruiting qualified workers; for

-——

- this reason, employer- cited demand occupations are listed "past” and "present."
not by fiscal year., Second, although many of the same types of employers
(especially employers who hire MDTA institutional program graduates) were
interviewed in each area; the types of employers interviewed varied widely from
area to area. Because of this, many of the employer-cited occupations are
different from those obtain.ed through ES lists and want ads. At first glance,
this might seem to be a legitimate "check” on the other sources; actually, it

is not (because many of the employers interviewed are unique in their own areas).

For example, the only foundry employer in any given area might cite five different
occupations for which he has, or has had, difficulties in recruiting. These occu-
pations could not be considered by any definition as demand occupations. Third,
because a sample of employers who hire MDTA graduates is included in the
overall sample for each area, it is inevitable that MDTA occupations appear as
demand occupations in every area. Fourth, when an employer cited occupations
for which he has difficulty in recruiting, he was asked how many such positions
exist in the company and how many of the positions were open at the time of the
interview, or at the time he experienced the shortage. Most emp!2yers could

not (or would not) answer either of these questions, thus making it almost impos-

sible to quantify demand occupations cited by employers. Finally, the fact that
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checks cannot be found in the employer column for occupations which are checked
in the ES and want-ad columns means only that ORC may not have interviewed
employers who hire in those occupations. Thus, there is no real correlation
between the employer column and the ES and want-ad columns,

With these points in mind, we note that two observations emerge from the

e

employer interviews. First, in only six cities did employers cite demand occu-

pations in all fiscal years:

° Anchorage: Sixteen occupations, of which six are suitable to MOTA training.
Of the six, institutional programs have been conducted in one, cook.
° Dallas: One occupation, clerical, in which there has been institutional

training in all three fiscal years.

° Milwaukee: Five occupations, of which three are in the construction

trades and one is a foundry occupation. Institutional programs have been

conducted in all three fiscal years in the fifth occupation, welding.

° Salt Lake City: One occupation, diesel mechanic, in which there has
not been institutional training.

° Wilinington: Three occupations, of which one is in the foundry cluster.
Of the remaining two, diesel mechanic and welder, institutional training
has been conducted in welder.

Second, as might be expected, traditional MDTA occupations are cited by
employers in almost all of the 14 areas. As was stated previously, however,

because ORC included employers of these occupations (employers of MDT A

graduates) in the area samples, this observation does not have great significance.
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THE DYNAMICS OF CHANGE

Although S6 occupations accounf for more than 83 percent of all institutional
slots in the 14 cities. the evidence shows that MDT A planners have attempted, and
are continuing to attempt, to broaden the range of occupational offerings. The
evidence also indicates that MDTA plaaners, for the most part untrained in analyz-
ing detailed statistical methodologies and data (what little exist), nevertheless go
outside the .system in their attempts to discover new and innovative trainixig pro-
grams., City "change charts" are contained in the Appendix. They show, by
occupational offering, all new coursi:s instituted since 1969, ﬂlree-yéar repeats,
and courses which have lasted one year only., This information is summarized,
not by occupational offermé. in Table 5-4.

Several important observations emerge from these charts:

° Some of MDTA's most interesting and innovative courses are tried for

| a year and then dropped. The.reason seems to be that completion and

placement rates for the new courses fall far below existing norms, The
result is that planners retreat to so-called "safe” courses; i.e., cburses
with which they are familiar and for which the performance prognosis is
more predictable.

) Change is more likely to occur in cities where institutional training is
funded on a project-by-project basis. Where Skills Centers or multi-
occupational projects exist, courses change less irequently, For

example, in Fresno, which has no Skills Center, course offerings change

almost completely each year. Only one of Fresno's 15 offerings lasted
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two yea'rs: not one was offered in all three years. In Dauas; on the other

hand, which has a Skills Center, four of its 10 offerings were three-year.

repeats, _aﬁd three were two-year repeats. |

In general, the city "change charts" indicate a great deal of activity by
local MDTA plénners iﬁ attempting t§ broaden "the range of occupational offerings.
Their efforts have been hindered by the paucity of occupational information avail-
able and by the pressure exerted from their supervisors to obtain hiéh completion

and placement rates as justification for the continuance of programs,

NATIONAL SHORTAGES

In its RFP, DOL requested the evaluators to assess the effectiveness of
MDTA in traihi_ng for four clusters of occupations which'are considered "'national
shortages": medical environmental, and law enforcemefxt occupations and con-
struction trades. ORC's findings regarding these occupations are discussed

Medical Occupations

Nearly 10 pezcent of all MDTA slots are in the medical or health occu--
pations cluster. Moreover, the range of occupations within the cluster is
relatively wide: LPN, nurse's aide, niedical secretary, orderly, ward clerk,
surgical technician, medical technician, medical lab assistant, inhalation
therapist, occupational therapist, and nurse refresher courses. The health

occupations cluster, excluding LPN and nurse refresher courses, has the highest
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placement rate of any MDTA program and surprisingly, is serving the most

disadvantaged clientele (see Chapter Six). LPN and nu;‘se refresher courses,
which serxve the leést disadvantaged clientele, have the secoﬁd highest perform-
ance rating and the highest rating of three-month and six-month follow-up
employment.

Environmental

Four cities, Miami, Anchorage, New Orleans, and St. Louis, have exper-
imented with environmental occupéﬁons. Three courses have been offered in
“Miami: environméntal construction engineeﬂng aide (32 slots), environmental »
engineering aide (16 slots), and .environmem:al engineering technician (25 slots).
A total of 105 slots in Anchorage and New Orleans has béenvallocated to waste-
water plant operator, and 30 slots in St. Louis have been allocated for ehvironf |
mental technician. The total number of slots a.liécated throughout the 14 SMSAs
in environmental occupations is 208.

Construction Trades

Three cities allocated 90 slots to the cc;nstn‘nction trades. In nonunion
Montgomery, 40 slots were allocated for "housebuilder.” Wilmington offered
two courses in successive years (total slots, 30) in "carpenter," and New Orleans
offered one course (20 slots) in ''floor layer. "

Law Enforcement

ORC was able to identify only one course in law enforcement: 20 slots

for patrolman in Salt Lake City.
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Conclusion

in the field of law enforcement.

190

In ihe 14 sampie areas, MDTA has been active in health occupations, a
field that has proved to be most productive for institutional training. Experi-
mentation with en.viromnen_tal occupations _and'construction trades has been
carried out in abhandful of cities; it is too early, however, to assess its effective-

ness, Institutional training has yet to ‘m‘ake a breakthrough (in the sample areas)

It should be emphasized that ORC's figures regarding '"national shortages"
pertain only to the sample areas. On a national basis, far mofé courses afe_
being offered in LPN (6 percent of all i;lstimtidnal slots in fiscal year 1972) than
in the 14 cities included in the saﬁple for this study; and the "proteétive service"‘
traihing being offered through Project Transition is significant in the law enforce-

ment area,

TIMELINESS

Most institutional programs a,:g‘for océupations in which turno;rer rates
are high, or in which there is a relatively conﬁnuous and persistent demand. The
question of "timeliness, "' therefore, is academic, There are always openings
for clerical workers, welders, workers in the health field, auto mechanics,
auto body repairmen, and production machine operators in most areas. ORC
uncovered only one situation where the timing of a project turned out to be disas-
trous, An air conditioning course began late and finished in November, thereby

releasing graduates into the marketplace at e:actly the time when the demand

196
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~ for air conditioning repairmen declined to zero. This, however, is an isolated

instance and is not typical of the overall program.

Most employers have no opinions regarding the timeliness of institutional
training. Perhaps the reason is that a legitimate skills shortage exiéts for only
a brief period of time. If an employer loses a highly sl.cined worker and cannot
fill tﬁe position through promotior from within, he may look for a replacement
on the open market, but if a replacement cannot be found quickly, he will take
action to "adjust” in some other way. Such action may take the form of working
one or more employees overtime, restructuring the job, or inttoducing auto-
mation. The important point is that once the adjustment has been made, the skills
shortage ceases to exist, In a loose labor markvet’(one in which, unemployment is
relativgly high and rising), of coursé. the position méy remain vacanf until a
highly qualified worker can be found.’

It is hard to conceive of the MDTA institutional training program's being
able- -even if planners had access to a wide range of occupational information
(which they do not)--to react in a timely manner to this kind of situation. Skills
shortages appear quickly and disappear just as qQuickly. MD’I‘A, by necessity,
must restrict itself to those occupations in which the demand is relatively

persistent and continuous.

MAJOR INHIBITORS

There are six major inhibitors of the MDTA program, each of which is

discussed separately in this section. They are: (1) the lack of a system for
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collecting, synthesizing, and storing occupational information at the local level;
(2) the scarcity of funds; (3) the short periods of time for training, coupled
with emphasis on serving the disadvantaged; (4) the tendency of newly created

MDTA institutions to move toward a ''stable’ situation; (5) union opposition in

some occupational areas; and (6) embloyer hiring practices.

Lack of Occupational Information

By far the most significant of the six inhibitors is the almost total lack

of a system to provide planners with synthgsized. easy-to-understand demand

information at the local level. This factor, more than any other, accounts for

the relatively narrow range of occupational offerings in the institutional manpower

training program. ORC's analysis of the IOI forms is, under the ’ciréumst:ﬁnces.
an imperfect analysis of imperfect information, It is merely an e:ﬁaminatibn of
a few highly unreliable _i_ndicators of demand occupations--ES hard-to-fill ordexl;
lists and want ads. It may hei’p to identify some of the inhibitors of MDTA
institutional training, and it may show how well MDTA planners are performing,
utilizing what little information is available, but it does not provide a true
picture of demand in the 14 areas--or if it does, it does so only accidentally,
Local planners are well aware of this lack and attempt to compensate

through trial and error, The city "change charts" contained in the Appendix

provide an indication of how hard they try. If, however, it is a major objective

of MDTA to help meet employers' needs, a better system must be devised to

identify those needs.
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Scarcity of Funds

MDTA allocations are inadequate to meet the needs for training in any

- given city cr area. The question, therzfore, is not one of broadening an existing
program but of selecting which occﬁpations are the most suitable for a limited
progra.m.b There is a natural reluctance to drop existing courses because to do
S0 necessitates the purchase of new equipment and curricula materials, thus
decreasing the portion of funds available for actual training. This is particularly
true for courses such as welding, metal mac_hining,’ and others which require
l.i_rge capital outlays for equipment. If, for example, the choice is between an
existing machine tradgs course and a new air conditioning mechanic course, fhe
performance recdrd of the former would have to be very poor before planners
would con‘sider the switch. Air conditioning equipment is expensive, as is the
stori.t.lg of machine trades equipment. Furthermore, a n.ew. offering is almost
always accompanied by anxiety as to whether the course itself and the placement
rate will meet existing norms, The tehdency. therefore, is to remain with the
fami.li'ar. |

Length of Training

MDTA's policy to concentrate on the diéadvantaged and limit training for
most enrollees to six months' duration limits the occupational range of the insti-
mtional‘ program. ORC's IOl analysis indicates that the ”w01;ld" of MDTA insti-
tutional training is reduced by about 14 percent because of these factors. If more

complete occupational infqrqiation were available, especially regarding the larger
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rnarket outside ES activities, the reduction might be even greater. These policies
are understandable- -even commendable- -but they do reduce the occupational
range of MDTA institutional training.

The Need for Stability

Newly created. I\1DTA institutions, such as Skills Centeré and large multi-
occupational projects, are not exempt from the institutional tendency to strive
tow‘ard “stability.” Nothing is more disconcerting to a vocational education inéti-
tution than the constant installing and storing of equipment and the equally con-
staﬁt hiring and firing of personnel, If a Skills Center's offerings were to change‘
every year. it would be in a perpetual state of turmoil. Skills Centers have no
oﬁjections to broadening their occupational offerings '(prow./ide.d that adequate‘
funds afe available). but understandably, they indeed tend to resist chénges in
existing occupational offerings. |

Union Opposition

U‘niqn opposition, or what MDTA planners assume to be union opposition,
occurs mainly in thé constru ctioﬁ and printing trades. A few breakthrougﬁs have
been made in tﬁese areas, bu. for the most part both are considered "untouchable”
by MDTA planners at the local and state levels. Union opposition is most signif-
icant in ORC's analysis of occupations which appear to be in demand in seven or
more cities, where it accounts for a 12 percent reduction in the MDTA "world. "
It is surprising that even in areas where unions are weak (e.g., "right-to-work"

states), there is little MDTA activity in apprentice occupations. Most local
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planners believe that there is an MDTA reguléti_on forbidding training in appren-

ticeable trades,

Employer Hiring Practices

It is impossible to docur_ﬁent the extent to which employer hiring practices
limit the occupationa.l- range of MDTA training, It is obvvious that civil service
regulations constitute a formidable barrier in the public sector, but in the private
sector, therc are few formal, or written, screening mecha.nis_ms which work
against MDTA enreilees. Based on interviews with local ES personnel, employers,
union officials, and others, however, ORC believes that employer hiring practices
have a limiting effect on MDTA in some areas, In one city, both employers and
local ES perspnnel stated with candor that employers would not employ blacks in
clerical jobs, In 'another'city.v a union official said that‘blécks "don't want to work
beside whites on construction jobs; they prefer to be with their own kind, " vAt
least four comments were heard fo the effect that employers do not want to send
blacks into white homes to repair appliances (such comments Were heard in
northern as well as southern cities).

ORC believes that the lack of a high school education, especially in a loose

labor market, screens out many MDTA enrollees in some occupations,
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Chapter Six
The Record

This chapter examines the characteristics of eurollees and performance

records of individual projects by city and by occupational cluster to deteimine the

extent to which MDTA institutional training is serving the disadvantaged and the oc-

cupations i.n.which the nondisadvantaged are being trained, and to determine whether
performance records provide clues to.which institutional offerings are in legitimate
derﬁand occupations, ORC's information on enrollee characteristics was obtained
rom tapes provided by the Manpower Administration's Office of Manpower Manage-
ment Data Systems. The rnaterial was programmed by ORC to fit the purposes of this
report, Performance information was collected by ORC researchers in the field; it

includes data from class-size projects only, not individual referrais.

"ENROLLEE CHARACTERISTICS

Federal guidelines require that 65 percent of MDTA's enrollment be "disad-
vantaged, " as defined by the Manpower Administration: " ... a poor person who
does not have suitable employment and who is either 1) a school dropout, 2) a member

of a minority, 3) under 22 years of age, 4) 45 years of age or older, or 5)'handi<:apped!'l

lManpower Administration, U,S, Department of Labor, Definition of Term
"Disadvantaged Individual, * Order No. 1-69 (January 16, 1969).
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The source for enrollee clsafacteristics ‘is Form MA-101 on which ES
interviewers recc;'rd pertinent information Iab‘out manpower program applicaits, B
including judg;nents as to whether they are disadvantaged or nondisadvantaged,
Table 6-1 gives ES recordihg;s of the perce’m:agés of disadvantaged enrolled in

institutional programs by city.

TABLE 6-1

Ranking of Cities by Proportion
of Disadvants zed Enrollees?

Pzrcentage
"Disadvantaged"

City Rank (MA-101)
Dallas. 1 87.8%b
Fresno 2 84.5
Rochester 3 76.7
Montgomery 4 74, 8b
New Haven 5 72.1
St. Louis 6 "70.1
Milwaukee vi 66. 8b
Duluth 8 64,9
Salt Lake City 9 63.9 o
New Orleans 10 58.8° | Lt
Anchorage 11 57.9
Wilmington 12 55.3b
Paterson 13 45.2
Miami 14 36.7‘b
All cities 62. 4%b

;Data collected by Olympus Research Corporation,
- Percentage "unknown" exceeds 5% of available records.
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It appcars that six of the 14 cities fall below the 65 percent criteria. The
range is from a low of 36.7 percent in Miami to a high of 87, 8 percent in Dallas.
The percentage for all 14 cities is 62.4. However, Table 6-2 suggests some dif-
ficulty in accepting at face value ES disadvantaged/nondisadvantaged ratings. A
below-poverty income is a necessary criterion for classification as disadvantaged.
Yet, according to the table, only 59.8 percent of all enrollees in the 14 cigies fall
below the poverty income crite1;ion. The range is from 36. 4 percent in Patéx‘son
to 88 percent in Dallas,

For example, according to the ES, 72.1 percent of New Haven's enrollment
are disadvantaged; yet only 43 percent are classified "below poverty level." For
Fresno, the ES figure is 84.5 percent; the below-poverty level classification,

68. 8 percent. On the other hand, the ES' classifies only 63.9 percent of Salt Lake
City's enrollment as disadvantaged, but 70, 1 percent are below the poverty income

' lgv_el. Correlations exist for only a few cities: Dallas and Montgomery (in the
dsadvantaged classification) and Miami, Paterson, and Anchorage (in the nondis-
advantaged classification).

Because of these discrepancies, ORC devised a method for measuring the
relative degree of disadvantaged being served by each of the 14 cities. Ea éh city
is ranked according to the percentage of enrollees who qualify as disadvantaged
under the criteria in Table 6-3. The sum of these rankings is the city's score.
The city with the lowest score has the highest overall percentage of disadvantaged
in each category and would be serving the most disadvantaged clientele. The

results of this exercise are shown in Table 6-4,
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TABLE 6-2

Ranking of Cities by Proportion of Enrollces
below Poverty-Level Income?

Percentage below Rank below Rank
City Poverty Level Poverty Level Disadvantaged

Dallas 88, 0%° 1 1

| Montgomery 77.2° 2 4
Duluth 70.7 3 8
Salt Lake City 70.1 4 9
St. Louis 69.7 5 6
Fresno 68.8 6 2
Milwaukee 63.8° 7 7
Rochester 59.9° 8 3
New Orleans 54.8° 9 10
Wilmington 54,5° 10 12
Anchorage 49.6 11 11
New Haven 43.0 12 5
Miami 37.5° 13 14
Paterson 36.4 14 13
All cities | 59.8%°

aData collected by Olympus Research Corporation,
Ranking from Table 6-1 v
Percentage ""unknown" exceeds 5% of available records,

The five cities with the lowest scores are: Milwaukee, Montgomery, Wil-
mington, St, Louis, and Dallas, The first three cities have a score of 33; the
latter two, 34 and 35, The fiv‘e" cities with the highest scores are Paterson,

Anchorage, New Orleans, Miami, Fresno, and New Haven,
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TABLE 6-4

Degree of Disadvantaged Scores

(By city)?
"Disadvantaged"
Disadvantaged (MA-101)
City Scoreb Rark Rank®

Milwaukee 33 1 7

Montgomery 33 1 4

Wilmington . 33 1 12

St. Louis 34 4 6

Dallas 35 S 1

Salt Lake City - 39 6 9

Duluth ' 44 7 8

Rochester 45 8 3

New Haven 49 9 5 .
Fresno ' 50 10 2 "
Miami 50 10 14

New Orleans 50 10 10

Anchorage 64 13 11

Paterson 66 14 13

2Data collected by Olympus Research Corporation.

The city's disadvantaged score is determined by the sum of the rankings
for each of the characteristics in Table 6-3. The lower the score the greater the
degree of disadvantaged.

CRanking from Table 6-1

There are some cases of a high proportion of unreported characteristics.
Whnile a relatively small percentage of these "unknown" responses would not be

expected to influence the outcome of the rankings and proportions in Tables 6-1

through 6-6, a large rate of unreported characteristics could sig:aificantly alter




the data, Whenever the percent "unknown' has exceeded 5 percent of the total

available records for a city or occupational cluster, that item has been footnoted,
(In the Appendix, Tables A-VI-1 and A-VI-2 are a complete listiné of the percen-
tages unknownh for all the characteristics fourd in Tables 6-1 through 6-6. )

The characteristics "below poverty" and "disadvantaged" have the highest
incidence of unreported responses. Because of this, the possibility of bias in the
results cannot be overlooked. For example, a city that has a large percentage of
"unknowns" and a large percentage of "yes'' responses for the characteristic "dis-
advantaged" may be leaving blank the "no" check-box on the MA-101, As a result,
that city or occupational cluster will appear as more disadvantaged thaa it actually
is. Unfortunately, ORC cannot determine whether or not the data contain such a
bias, Therefore, the data have been used "as is, " and the reader is cautioned by
the footnotes indicating unknown responses in excess of the arbitrarily chosen
S percent iimit.

It would seem that in a city where the majority of the enrollees are nondis-
advantaged, the institutionul offerings would be different from those encolling a
majority of disadvantaged. The "nondisadvantaged” cities might be gearing their
programs more toward "skills shortages. " ORC, therefore, compared offerings
in the three least disadvantaged cities (Miami, Paterson, and Anchorage) with
those in the three most disadvantaged.cities (Milwaukee, Montgomery, and Wil-
mington), The objective was to determine whether the nondisadvantaged cities
offer more courses in occupations of substantial skill content (other than traditional

MDTA éqq;ses) than the disadvantaged cities. The findings are as follows:
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(1) Miami: In addition to traditional MDTA offerings and other

semiskilled course offerings, Miami offered the following:

(a)
(b)
(c)
(d)
(e)
(0
(g)
(h)

Construction engineer aide

Mechanical draftsman

Environmental engineer aide
Environmental engineer technician
Woodworking machine operator

Nurse, general duty (refresher course)
Aute air conditioning mechanic

Marine engine repair

(2) Anchorage: Nearly all of Anchorage's offerings were unique. They

included:

(a)
(b)
(c)
(d)

Diesel electrician
Instrument man
Water/sewage plant operator

Fish cleaner/freezerman

(3) Paterson: Paterson offered three (of nine) unique courses:

(a)
(b)
(c)

Mechanical draftsman
Air conditioning/refrigeration mechanic

Transferer II (a printing occupation)

Most of the occupational offerings in the disadvantaged cities are in the

traditional clusters, There are, however, several unique occupational offerings

in each of these cities, including the following:
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(1) Milwaukee:
(a) Medical lab assistant

(b) Auto emission control

(2) Montgomery:
(a) Radio-TV repair
(b) Electrical appl: e repair
(¢) Nurse, general duty (refresher course)
(3) Wilmington:
(a) Carpenter
(b) Nurse, general duty (refresher course)
It appears, thereiore, that the number of unique occupational offerings is
greater in cities serving primarily a nondisadvantaged clientele, although the
disadvantaged cities do not restrict.memselves solely to the traditional offerings.

To gain a better insight into the distribution of disadvantaged and nondisad-

vantaged by occupational offerings, ORC perfcrmed an analysis of enrollee char-
acteristics by occupational cluster (Table 6-5),

The same method was applied to nine occupational clusters as was used
to determine the city-by-city degree of disadvantaged, Each offering was given
a rank (from 1 to 9) for the percentage of its enrollment which qualified under
the criteria (except for "disadvantaged") listed in Table 6-5. The sum of these
rankings is equal to the occupational offering's score, The oifering with the

lowest score serves the highest degree of disadvantaged. The results are shown

in Table 6-6,




*SPI0DAI AYPIIFAR JO 7 ¢ 5pININD  umowyun, alriusas d,

*uopsvaodio) yasrasay sndwsio £y poidajod tieg X

]
9es T2 g 07t s itys oer 19%te LE6 K T G-9Re S gt w9 42410
e S¢€ L2 T AN t°SL 6 H°90 €Nt | e ¥ 4 st :9 ‘et 66 ..._ ‘69 tlt hSITA
ot 7el AL B X £ 4 £o0L (] Z°86 oft Lo [X0 :«. ‘19 (4] s— ‘99 681 (NY/N4 Huypngaxa)
suonedndan agnagg

...rm oF L°ER SL 9°6T e 0°00t 06 0° 0 so.r_c St ¢eLs 1¢ Jjedas omeuoy
0t tt 9°nt €S 1°te f€ £t 18 ¢€°8 6 1°9t 6of 8°SE 6t adeusas jeuopeN
L°0Q L LI} B 4 ) o°st t6T <66 9TL 6°t1 60t nh.an.. 66¢ no ‘59 |t anydrw voRINpold
9L LBS h°CS  ort Lo Lot 9°66 108 6 9L /Ly 09t nh LS 98¢ duplon 1
Lol 169 r'er  olr ({19 9t f°L6 196 1°¢1 811 t°9s 145 s8¢ Tss MANNWoINY nd
w'ls ate YT et 1°ty L1172 6°86 LeLt 881 ott .._ ‘19 0% ac.no €66 SANCS PUEe 10 NIND

AT FIRE 6°HC  ZoL'9 NT9s  ser'e e'se  Tem'e Huoet £t6 qises 91t gire et s ||V

aewasaag saquny  aBecadaag Joquiny  ASRiUadIad JApUNN alrwasiag aaquiny osa.__ouuun Jaquiny  alrvwadiag JaqunN  afeuadzag JaxpunN ....: ¥
saeay z1 Japun AlJownjy IO 30 532\ 401 pasojdivaaapun waydday [ETS 21 pASruEAprSI() Jeum prdnang

uopieanp

pafojdwau

30 pasojdwoaun

JOUTISISEY NG

L3a804 MO)N)

mawmﬁu&uo 1euoriednooo 4g)
SOoNIsTIAIORIBYD I3[[oIuyg

-9 914VL

IC

Aruitoxt provided by Eic:

Q

E



TABLE 6-6

Degree of Disadvantaged by
Occupational Cluster?

Disadvantaged
Cluster Score? Rank
Health (excluding LPN/RN) 19 1
Other 22 2
Clerical and sales - 25 3
Production machine 27 4
Nonauto repair 28 5
Welding 32 6
Automotive 34 7
LPN/RN 36 8
National shortages . 46 9

pata collected by Olympus Research Corporation,

The cluster's disadvantaged score is determined by the
sum of the rankings for each of the characteristics (except dis-
advantaged) in Table 6-5, The lower the score, the greater the
degree of disadvantaged.

One occupational cluster stands out as being reserved strictly for the
nondisadvantaged: national shortage occupations. These include environmental,
law enforcement, and construction occupations, Three others enroll a high degree
of nondisadvantaged: LPN/RN, automotive, and welding.

The cluster enrolling the highest degree of disadvantaged is health occu-
pations (excluding LPN and RN). The "other" category (which includes 32 occupa-

tions accounting for 16 percent of all MOTA i.nétitutional slots in the 14 areas)--

clerical and sales, production machine, and nonauto repair--also enrolls a high

degree of disadvantaged.
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Generally speaking, however, the disadvantaged and nondisadvantaged are
fairly evenly distributed in all occupational groups, with only three exceptions:
health occupations (excluding LPN and RN), national shortage occupations, and LPN/
RN. The first of these mainly enroll disadvantaged persons; the others, the nondis-
advantaged.

It is interesting to compare the enrollee characteristics of the two health
groups. Only 28. 4 percent of LPN/RN enrollees are minorities, as compared to
67.2 percent of those in other health occupations. Only 30.1 percent of the LPN/
RNs are high school dropouts; the figure for other health occupations is more than
45 percent. Since the "other' health group has the highest performance rate of all
clusters, this seems to be an area where MDTA is both training in demand occupa-

tions and serving the disadvantaged.

PERFORMANCE INFORMA TION

Table 6-7 shows all available performance information for the 14 cities,
including completion, placement, and follow-up rates. The table's last column
gives the degree of disadvantaged rating by city.

The overall completion and placement rates for all 14 cities are 64 and
56 percent, respectively. The 56 percent placement rate is well below DOL guide-
lines for the refunding of projects.

Half the cities achieve dropout rates of 35 percent or below (dropout rate

equals 100 percent minus the completion rate), but only one city, Anchorage, meets

the 75 percent placement rate guideline. Paterson, with a placement rate of
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73 percent, comes close, but the others range from a low of 41 percent in Mont-

gomery to 65 percent in Wilmington,
With the exception of a few cities, there seems to be very little correlation
between performance and the degree of disadvantaged. ‘Both Anchorage and Pater-

son, which are serving the least disadvantaged clienteles of all the cities, have the

highest performance ratings. Miami and New Orleans, on the other hand, score

relatively low in performance, even though they are serving a higher degree of

nondisadvantaged than most other cities,

An examination of the performance rates of Milwaukee and Montgomery,
two of the cities serving the highest degree of disadvantaged, may provide some
insights into the relationship between institutional training énd the disadvantaged.
Milwaukee has one of the lowest completion rates but one of the highest placement
rates of the 14 cities. The low completion rate may reflect the degree of disadvan-
taged being sexrved by the program; the high placement rate may reflect the rela-
tively favorable economic conditions existing in Milwaukee. Howeyer, Milwaukee's
follow-up rate-s are also low, which may once again reflect the disadvantaged nature
of its clientele.

The Montgomery situation is even more interesting. Montgomery has a
relatively high completion rate hfl't‘the Jowest placement and follow-up rates of all
14 cities. From comments of employers, ES officials, and union representatives

on site in Montgomery, it appears that the ma jor reason for the low placement and

follow-up rates is the reluctance of area employers to hire blacks, and/or the

inability of blacks to "sell themselves" to employers not accustomed to "hiring




blacks.” It should be noted that the uhemployment rates of both Milwaukee and
Montgomery are among the lowest in the sample,

More important to this study are performance rates by occupational of-
fering. Placement and follow-up rates may provide clues as to which occupations
are in demand in local areas. It should be emphasized here, however, that place-

ments are not necessarily a measure of whether employers' needs in skills shortages

are being met. The fact that a person is hired does not mean that he possesses all
the skills required by his employer; he may be hired despite his lack of skills or
for an entry job that may not even require the sicills he learned in the classroom.
High placement rates, however, indeed reflect some sort of a demand situation.
Yet the converse is not true; i.e., low placement rates do not necessarily reflect
a low-demand situation. For ex?mple, there may be demand in a community for
office machine repairmen, but employer internal training ﬁrograms and/or private
schools may be satisfying that demand. The institution of an MDTA course in
office machine repair under such circumstances could prove to be extremely
unsuccessful.

Table 6-8 presents completion, placement, and follow-up rates by occu-
pational cluster. The last two columns in the table show the "degree of disadvan-
taged rating" and the "performance score" for each occupation. The performance

score is calculated by giving each occupation a rating (1 to 9) for each performance

category (completion, placement, three-monih follow-up, and six-month follow-up).

The sum of these ratings is the occupation's score. The occupation with the low-

est score would rate highest in performance (see Table 6-9).
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TABLE 6-9

Performance Rates by Occupational Clustera .

Performance
Occupational Area ' Score . Rank
Health occupations (ex<luding LPN/RN) 7 1
' LPN/RN 11 2
' Clerical and sales _ 16 3
Production machine 19 4
Welding 20 - 5
Automotive _ 23 6
Other | 25 7
National shortages . 26 8
Nonauto repair 31 9

aData collected by Olympus Research Corporation,
The performance score is obtained by adding the rankings for each of
the performance categories. The "occupational area" with the lowest total
would have the highest performance rating,

Table 6-8 reveals the following:

° The female-dominated occupations (clerical and sales, health occupations,

and LPN/RN) are ‘the top three in performance. With the exception of
LPN/RN, they are also serving the most diéadvanta@d trainees,

. Of the male-dominated occupations, production machine, welding, and
automotive score the highest, in that order, "Other, " national shortages,
and nonauto rep@ir score lowest i.n performance. 'Other" is the second
most disadvantaged cluster, nbnauto repair is fifth, and national shortages
is serving the least disadvantaged clientele,

Two clusters show extfemel;} interesting trends. The LPN/RN group has
the highest completion rate but the lowest placement rate of all 6ccupaf10nal groups,

<18
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The rate of those blaced in training-related jobs, however, is high--70 percent,
Three months after training, the employment of enrollees is very much improved
(69 pexcent employed), but the training-related figure decreases to 42 percent, Six

months after training, the employment rate remains the same, but the training-

related rate climbs to 87 percent,

National 'skills shortage o'ccupatibns in the 14 area sample, on the other
hand, have a moderate completion rate (58 percent), but their ;;lacement rate is
high (73 peréent), all training related. Three months later, however, only 50 per-
cent of those contacted remain employed (all training related), and six months after
training the employment rate droi)s to 20 pércent--none training vfelated. It could

be that for the survey cities, national skills shoxtage occupations are not skills

shortages at all, or if they al;'e, they last only as long as public funding (in the en-
vironmental group at least) allows them to last.

Nonauto repair includes the following occupations: electrical appliance
repair, household appliance repair, office machine servicemen, radio and TV re-
pair, and vending machine repair. The fact that nonauto repair has a low perform-
ance score does nof imean that these are low-dema.nd occupations, It could rﬁean
that MDTA faces stiff vcompetiti’on from manufacturers and/or distributors who train

.their own repairmen to service company or deéier "se,rvice' contraéts. " It could
also mean that the length of training in these Qccupations‘ is too short or that the
quality of the equlpment'available to MOTA instructors ‘is deficient,

The number of trainees w_ﬁo sl;ay employed in trainihg-related jobs may be
the best i.ndicator of whether MDTA is training in derﬁand occupations, Tables 6-10

and 6-11 show training-related percentages by occupational group,

ERIC @19
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of this increased income are listed as increased labor force participation, im-

proved employment stability, and higher wages. The relative contribution of each

to the total income gain is shown as follows:

Factors Amount Gained
Total annual income gain $1,876
Increased labor force participation $1,035
] Improved employment stability $ 491
Higher hourly wages $ 380
SUMMARY

Two important observations emerge frbm this analysis: (1) MDTA plantiers
remain with the traditional occupations because it is in these areas that they have

their greatest success, and (2) there is no policy (official or unofficial) of allocating

some MDTA funds for the disadvantaged and some for the purpose of filling skills
shortage occupations.

More than 72 ﬁercent of all MDTA institutional slots in the 14 cities are in
the following occupations: clerical, automotive, medical occupations, welding, and
the metal machine trades. The:se are the areas where MDTA institutional training
has been most successful,

Many other coﬁrses have been tried, and are still being tried (nonauto re-
pair, for example), but they have_ been dropped because of poor performance. No
doubt there are many reasons why MDTA has failed in the nontraditional occupa-
tions, but ORC believes that one of the primary reasons is that those who are
cha;:ged with operating the system--both ES and the schools--are not well enough

acquainted with the myriad factors which determine who gets employed in these
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Generally speaking, MDTA has been quite successful in placing its enroll-
ees in training-related positions, Only two occupational groups fare badly in this
regard- -nationai shortages and nonauto repair. Itis interesting to note that both
t.hes_e groups have the most success initially in placing completers in training-
related positions, National shortage occupations placed 73 percent of their com-
Pleters, all in training-related positions. As noted above, however, at the end of
six months the employment rate dropped to 20 percent--none training related.

- Nonauto repair placed only 25 percent of its completers, put all were in
training-related jobs. Three months after training, 22 percent of those contacted
were still working, but hone were in training- related positions,

ORC's follow-up evaluation assumes that those contacted are representa-
tive of the total groﬁp of‘completers. This may not be true. People who can be
contacted after six months may more likely be those whc have found employment
and/or remained settled. Those who cannot be reached probably reinained unem-
ployed or, for some reason, lost their jobs and had moved. The point is that the
tfue percentage of completers who remain employed in t1aining-related jobs is
probably somewhat less than the six-month percenta.ges presented in this report,

Aside from the question of training-related employment, the effect of
MDTA institutional training on yearly salaries and stability of employment is an
important indicator of the program's value. Decision Making Information (DMI),
in their MDTA "Outcomes Study, w2 estimates that MDTA enrollees gain, on the

average, $1,876 as a result of enroliment in institutional training, The sources

2MDTA "Out¢omes Study, " Decision Making Information (November 1971 ),
pp. L9andL10, . |
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fields, including the specific kinds of tralni.ng required for different segments of
the occupations.

Although there are some occqpation;l areas which enroll mainly nondisad-
vantagéd tramees-;LPN/RN and environmental occupations, for example--the vast
majority of institutional trainees are not assigned to occupational clusters according
to their disadvintaged or nondisadvantaged status. In other words, MDTA planners
at the state and local levels do not interpret the 65 percent disadvantaged guideline

to mean that 35 percent of all MDTA slots should be reserved for the nondisadvantaged

in different occupational areas (''skills shortage" areas, for example), On the con-

trary, the disadvantaged and the nondisadvantaged are assigned, with few exceptions,

to the same occupational clusters.
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Chapter Seven

The Employer interviews

The contract called for ORC to conduct a minimum of 25 interviews with
employers in each of the 14 areas. Actually ORC conducted a total of 355, or
slightly more than 25 interviews per area,! Although'a good deal of the informa-
tion obtained from empldyers could be (and is) incorporated into other sections of

the report, a separate chapter has been allocated for the employer interviews for

the following reasons:

® All or parts of four objectives of the evaluation relate directly to the em-
ployer interviews.

° The remainder of the objectives relate indirectly to the interviews.

. Much of the information obtained from empioyers goes above and beyond
the specific objectives of the study.

:73 - Some of the information obtained from employers has been used in preced-

ing chapters. For ve_xample, employer views about participation in MDTA planning

IThe study was completed as required, but in the movement of documents
from ORC's Washington, D.C., office to the Salt Lake City office, the completed
forms for St. Louis, Missouri, were lost in the mail. Detailed statistical break-

) downs are available, therefore, for only 328 of the interviews. However, a sum-
- mary of the St. Louis interviews had been prepared before the mail loss, making
it possible to use some limited data on St. Louis.

70 21
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has been incoxrporated into Chapter Four, employer lists of demand occupations
were used in Chapter Five, and employer opinions about the performance of MDTA
graduates were referred to in Chapter Six.

It should be emphasized that ORC's survey took place during a period of
"loose" or "loosening'' labor markets. The effeét of rising unemployment and de-
clining production on employer responses to ORC's questionnaire cannot be under-
estimated. When labor markets are "tight, " employers are more apt to be open
minded about ?ublic manpower training programs or other programs which could
conceivably help them satisfy their labor needs. As labor markets loosen, on the
other hand, recruitment becomes relatively low on empléyer priority lists, and

attitudes toward public manpower programs harden into traditional "antigovern-

ment" postures.

EMPLOYER INTERVIEW CRITERIA

ORC's criteria for selecting employers to be interviewed were designed to
obtain the greatest amount of relevant information from relatvely small samples
("small” for any one metropolitan area). The criteria decided upon- were the

following:

° Concentration on Large Employers: In order to gain the greatest possible

penetration into the labor markets, ORC concentrated on large employers

iﬂ each.of the 14 areas. This criférion,' however, did not rule out the selec- -
tion of soﬁe small- or medium-sized employers. These employers were
interviewed regarding occupations (auto mebhaMc. for example) which gen-

erally occur in smaller éized firm's.‘
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° Demand Occupations: Some employers who hire in occupations which

appeared on ES demand lists for the fiscal years in question were covered

in each area.

® Diversification: Although concentration was necessary in some areas, em-

ployers in as many industries as possible were included in the sample for

each area,

° Experience with MDTA: An attempt‘was made to include some employers

who have had experience in either planning for MDTA or in hiring MDTA

institutional training graduates.,

° Internal Training Programs: The samples included some employers who

conduct internal programs,

° Public Employers: At least two public employers were included in the sample
for each area,

One of the major problems ORC faced in ct;nducting the ernﬁloyer interview
phase of the study was in setting up the interviews themselves. The employer inter-
view teams had approximatély one \yeek before the on-site visit to obtain a list of
. employers from which interviewees would be selected and to make appointments,
The national office of NAB, the U.S. Chamber of Commerce, and state and local
ES offices were of invaluable help to ORC in identifying employérs. Without their
cooperation, the employer interview phase of this study could not have been
compieted-.

About one-half of the appoin;:rrients with employers were made before the -

on-site visits; the remainder were made on the site after consultation among employer

227




224

interviewers and other members of the ORC teams. Although this system worked
reasonably well, time constraints and the relative wﬂ;mgness of various employ-
ers to submit to interviews had a limiting effect on the representativeness of the
various samples, In effect, the ORC teams had to accept those interviews they
could get. Nevertheless, with few notable exceptions, the samples seem to be rea-
sonably represen'tative of the cities visited, Of these employers, 41 percent were
in manufacturing; the largest percentages of nonmanufacturing firms were in trade
(19) and services (16),

Most of the employers were large (44 percent), although in smaller cities
(e.g., Duluth, Fresno, Montgomery, and Salt Lake City), the majority were
either medium-sized or small.

Labor force penetration rates ranged from 4 per;:ent in Paterson, New Jer-
sey (most employérs interviewed in Paterson were. outside the city limits), to 26
percent in Anchorage, Alaska. The penetration rate for all 14 cities was 11 percent.

The portions of the work forces comprised of males (with the single excep-

tion of Miami) and minorities appear to be reasonably consistent with the actual
percentages of males and minorities in the total labor force: of the areas studied.
Tables 7-1 through 7-4 summarize these data,

During the course of the study, every attempt was made to quantify the em-
ployer data, but inevitably there are some employer responses'l and opinions that
evade hard analysis, They are nevertheléss of 'ove1:riding importance if a true
picture of the employer viéwpoint is to be presented. Many of the qff-the-cuff com- !

ments that provide additional insighté .into what émployers really feel are incoxporated
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into the discussion. Often there are no empirical data to support these statements

(and in some cases data provided by employers appear to negate opinions stated by

the same employers), but they are included to provide clues concerning the “climate'

within which MDTA planners must operate.

TABLE 7-1

Industrial Distribution of Firms Interviewed®» P

Industxy Number of Firms Percent

Agriculture, forestry,

fisheries 0 0%
Mining 2 1
Contract construction 1 . 3

Transportation, communication,

utilities - 28 9
Manufacturing - 134 411
Wholesale and retail trade 63 19
Fmance, insurance, real estate 1.5 5
Services | S1 ‘ 16
Government 24 . 1

TOTAL 328 101%

?Data collected by Olympus Research Corporation.’
i bDoes not include St. Louis firms. '
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TABLE 7-4

Penetration of the Labor Market
(By employer interviews)®: b

Total
Nonagricultural . Workers
Wage and Salary Hired by
Workers Employers

City (thousands) - Contacted Percentage
Anchorage 42,0 10, 839 0. 26%
Pallas 657.9 31,124 0.05
Duluth 55.9 8,197 0.15
Fresno -~ 117.8 : 11,112 0.09
Miami 504.7 88, 164 0.17
Milwaukee 570. 3 58,335 0.10
Montgomery 68.9 7,629 0, 11
Paterson 507.5 - 19,791 - 0,04
Rochester 347,2 101,067 .0,29
New Orleans 374.0 25,214 0.07
New Haven 158.8 ' 26, 909 0.17
St. Louis 898.8 112,617 0.13
Salt Lake City 192,0 21,819 0.11
Wilmington 190, 9 23,001 0. 12%

TOTAL 4,686,7 545,818 0. 12%

3pata collected by Olympus Research Corporation.

be slightly higher,

<232

bsome large employers in several cities refused to give their total employ-
ment figures. If they could have been included, the overall penetration rate would




ORGANIZATION

The material in this chapter i8 comprised of a number of diyerse topics,
all of which relate to employer interpretations of MDTA institutional training. Gen-
erally, the material is organized as follows: (1) .material relating to the specific
.objectives of the evaluation, and (2) other topics which could have an effect on

these objectives and on national policy relating tcf' MDTA institutional tfaining.

The Impact of Skills Shortages on Employers

Lists of employer-cited skills shortages were discussed in Chapter Five.
This chaptexr deals solely with the effect of economic conditions on the existence

of so-called skills shortages and how employers compensate for the lack of workers

adequately skilled to perform certain jobs.

Chapter Three indicates that thé U.S. labor market has loosened up consid-
erably over the last three years. ORC's employer interviews indicate that employ-
ers are taking full advantage of this situation. They are not looking for "apprentice
diesel mechanics” or "baker helpers'; they want "'journeyman diesel mechanics"
and "bakers.” They want, in effect, an employee that can become instantly pro-
ductive. There are in reality two problems, both related to current economic
conditions. The level of unemployment is sufficiently high to permit increased se-
lectiveness by employers in most occupations; spending By all sectors is down and

profit margins have diminished, Therefore, a firm can be selective because of

available labor and must be selective to protect declining profit margins. In cases

where the most productive employee cannot be found, the output lost may be incon-

sequential. In fact, employers imply that if workcrs cannot be found to il vacan-
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cies, positions are likely to remain open. With depressed sales and adequate
inventories, most firms can afford to "coast. "

A
| —Employers consistently emphasize, however, that if the "right" man walks
in, they will find a place for him. In other words, if an applicant can immediately
begin carrying his share of the éctivity, he will be hired. In the current economic
situation, employers cannot justify hiring less productive workers.

The data relating to the impact of skills shortage occupations on employers
are, in light of the above discussion, relatively scarce. The vast majority of firms
interviewed have not experienced shortage problems in the last several years and
in fact have been overwhelmed by the constant pressure of new applications and
referrals, Seventy-five firms responded to a series of questions relating to the
effects of skills shortages on their operations, The distribution of skills shortage
effects and methods of compensation are shown in Table 7-5. Several characteris-
tics of these data should be pointed out: First, lack of qualified manpower is most
significant in the "services" category. Apparently, both quantity and quality of
services are signifiqa.ntly affected by the hiring of underqualified workers.

Second, when and if skills shortages occur, they result in increased costs
to the employer. The predominant method of alleviating shortage problems is
through working current employees -ove.rtime. About 61. 8 percént of responding

firms and 10.4 percent of all firms took this route. Inefficient use of inputs and
| increased cost through additional breakage are also considered costly by about one-

fourth of the responding firms.
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Skills Shortage Effects”

TABLE 7-5

231

Percentage
No. of Firms Percentage of Total Percentage
: with Positive of Responding Responding of Total
Effect Response Firms Firms Firms
Production: 33 100. 0% 44.0% 9.3%
Unmanned work .
station 17 51.5 4,8
Decreased ouput 6 18.2 1.7
Order refusal 4 12,1 1.1
Order backlog 6 18.2 1.7
Employment: . 35 100,0 46.6 9.9
Vacant 7 20.0 2.0
Work force shift 10 28.6 2.8
Less qualified
workers 18 &l.4 5.1
Increased costs: 55 100.0 73.3 15.5
Overtime 34 61.8 9.6
Inferior product 1 1.8 0.3
Charge-backs 4 7.3 1.1
Inefficient use of
inputs 7 12,7 2.0
More breakage 7 12,7 2.0
Product rejection 2 3.6 0.6
Services: 58 100.0 77.3 16.3
Reduced quality 30 51.7 5 8.5
Reduced quantity 23 39.7 e 6.5
Delayed service 5 8.6 = 1.4
Technological change: = 19 100.0 25.3 5.4
Automation , 10 52.6 2.8
Change processes 4 21.1 1.1
Other S 26.3 1.4
Other 18 100. 0% 24,0% 5. 1%
;lr)'l".l ~olieeend vy Olyymptiz Redreae U 0 copaeat iy
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Third, technological change does not appear to be as significant a factor as
would be expected. In fact, onl& 25.3 percent of responding firms use this mcthod
of compensation., Of the firms using technological change, morc than one-hall uti-
lized increased automation.

LR )

Fourth, the impact of skills shortages c!ﬁ production is less than would be

expectzd. Less than one-half the responding firms felt this to be a significant prob-

lem. In fact, only 18.1 percent of responding firms felt output had been decreased,

t
!
!
The laxrgest impact of skills shortage problems results in unmanned work stations, [
which is consistent with en1ployérs' hiring activities in a slack economy. In ad- ,

dition, it could be expected that "order refusal” and "order backlog" would be rel-

atively minor, and the data rcflect this expectation.

When explicitly asked how they compensated for skills shortages, 40 em-

ployers responded with the data shown in Table 7-6.

TABLE 7-6 §

Employer Compensation for Skills Shortage Deficiency?®

: Total Percentage .
Change "Yes" "No" Responses "Yes" '
Restructure job 15 23 38 39.5% ;
Revise work flow 13 24 37 35.1 f
Instigate training 8 28 36 22,2
Change level of output 11 23 34 32.4%

3Data collected by Olympus Research Corporation.
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Employer Participation in MDTA Planning

The ORC employer interview sample is heavily weighted in favor of employ-

ers who have participated in MDTA planning. Employers were selected from lists

supplied by ES agencies and NAB-JOBS officals. It would seem, therefore, that

employers selected from such lists would have had far more experience with man-

power programs than employers selected at random,

The data relating to this question are displayed in Table 7-7. Erhbloyers

were asked if they had participated in the following :

nical committees). About 14.6 percent indicated that they were affiliated with a
manpower training program other than MDTA institutional training (frequently
NAB-JOBS, a vocational high school, or a private institution) but had no contact

with institutional MDTA. Less than 7 percent of the total responses indicated a

MDTA advisory committees

CAMPS committees

Skills centers

Other advisory committees

Technical commi&ees

Other manpower programs

Forming the basis for MDTA courses
Coursc determination (course outlines)
Additional courses needed

Courses that should not be given

Responses ranged from 2.4 percent (Skills Centers) to 7.8 percent (tech-
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direct relations.hip with a manpower training program in an advisory or adminis-
trative capacity.

Approxamately 20 percent of responding employers had some notion of how
MDTA courses were initiated. A slightly higher percentage participated in the
determination of a manﬁower program, most frequently NAB-JOBS or community
schoéls. More than one-third thought additional courses were needed, and virwal-
ly all listed their particular demaﬁd occupations in addition to basic education and/
or skill upgrading. Less than 10 percent thought that courses should be eliminated,
these were generxally employers who wanted all courses eliminated. In isolated
cases, usually after being told what courses were offered, some employers recom-
mended the elimination of specific courses. Without exception, however, these
were off-the-cuff, intuitive feelings rather than judgments based on careful examination.,

ORC also attempted to determine the exte;t to which individual employers

could contribute to the planning process. Employers were asked about their use of

manpower projections and awareness of external labor market problems.

Manpower Projections

The use of manpower forecasts is not widespread by employers included in
the ORC sample. A total of 216 firms (66 percent) responded to the question. Of
these, 71 indicated that manpower forecasts or projections were used, while 145
(45 percent) said they were not used, It seems reasonable to assume that of the
34 percent that declined to comment, virtually all did not use forecasts or projec-
tions, In other woxrds, only 22 percent of .the firms (the vast majority of which

were "large" firms) use manpower projections. ORC interviewers attempted to

<39
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ascertain how these forecasts were gencrated, but the firms Qere somewhat vague
as to how they are made, how they are used, and how successfully they work. The
typical response was, "‘We try to anticipate our sales volume or expected contracts
and, from prior knowledge that ’x' number of people are required to perform the
work, we increase or decrease our work force.” No firms contacted were able
to outline m explicit terms how the process worked, and none could (or would) pro-
vide a written methodology for the process.

Of the 71 firms that replied that they do use forecasts, 58 (82 percent) were
large firms, and 13 (18 percent) were medium-sized firms. No small firms re-
sponded in the affirmative.

External Labor Markets

Employei:s included in the sample are not well informed about the recruit-
ment problems of firms in their labor markets. Of 328 firms, 167 responded to
the question; 60 firms (18 percent of the total) were able to say that other firms
were Or were not having skﬂls shortage problems in the same or other occupations.
Also, 107 firms did not know what problems other firms were having, and the re-

maining 48 percent declined comment. In other words, less than 20 percent of the

firms in this study were in close enough contact with.other firms to know positively
what manpower problems the others experience. Since the predominance of firms
was medium or large, it seems reasonabie to assume that the knowledge of all
firms about manpower problems would not be significant. If large employers are

not aware of skills shortage problems, it seems even less likely that smaller firms

would be knowledgcable i this arcs .,
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Everyone seems to agree that the employers should pa;rticipate in the plan-
ning process for all manpower programs, but if individual employers do not use
forecasts and do not have much knowledge of employer manpower requirements
other than their own, the question as to how they should be used is very pertinent

indeed. Certainly, the addition of two or three employers to an advisory committee

is not going to be of much help to planners in identifying training occupations, other
than those that the employers know about in their own firms. Thus, employer
participation in planning for MDTA institutional training (or other manpower pro-

grams) must be given more thought by national administrators than it has been

given in the past.

With this relatively limited exposure to MDTA training, it would be expect-
ed that employers have few insights, ideas, or criticisms of institutional programs.
However, quite the opposite is true. Most employers have definite ideas on what
is or what ought to be, and few are reluctant to express them regardless of their

firsthand experience with MDTA training.

EMPLOYER REACTION TO MDTA INSTITUTIONA L TRAINING

Employers are pragmatic men and women with their own sets of values,
biases, and prejudices. They see and hear what they want to see and hear. Much
of what they see and hear about public training programs is less than agreeable to
them. They observe what appears to be inefficiency and waste in these programs
and have an innate distaste for them.

A Salt Lake City public utility official noted that there is poor coordination

between most manpower programs and that there are "too many competing agencies

. | 241
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shuffling people around.” The same observation was made by the personnel di-
rector of an aerospace components manufactﬁrer. He had served on the state
CAMPS committee and became very frustrated at the infighting between Programs
("'More effort was spent trying to impress everyone else about what your program
had done or would do than was spent developing a more effective framework of .
training activity”), Lack of coordination was ‘also‘ the complaint of a Wilmington
hospital administrator who noted, "It's not unusual to see the same applicant.come
back under a new program."

Even more important to some eraployers is the manner in which manpower
programs are developed.. While slightly more than one in ten of all employers con-
tacted understood this process, many nevertheless had strong views on the subject.
A Rochester pubhsher believes that a basic weakness of current manpower pro-
grams is r.hat o o o the traimng is cranked up outside the plant by ' manpower
people' or committees. Rather, it should be done in connection with foremen or
first-line supervisors who have the ultimate responsibility for.hiring and getting
the job done.” Another Rochester manufacturer said that institutional MDTA train-
ing is valuable to his firm, but only because " , . . a former plant supervisor is
now teaching the course at the Skills Center."

This type of .acceptance is the exception, not the rule. Some employers do
not believe an effective institutional training program can be developed. Wnen asked
what courses should be offered, a Rochester manufacturer replied that the question
is "academic.” He didn't believe MDTA offerings are responsive to his or the

community’s needs or that there is much possibility for significant change.
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"regular" channels. The rating scale was as follows: (1) poor,

terms,

Employer Appraisal of MDT A Trainees

It could be that the major reason for employer criticism of MDTA is that

bad news travels faster and reaches more people than good news, Certainly em-

ployer opinion of the graduates of MDTA institutional training is much higher than

employer opinion of the overall program. Of the employers contacted (excluding

St. Louis), 294 (90 percent) responded to the question whether they had hired MDTA

trainees, Of the total, 136 said ;'Yes" and 158 ""No." Of the "Yes" responder_lts, 67

(49 percent) were able to say something about the characteristics of these trainees,

The employers were asked to consider nine factors in the evaluation:

° Skill training

° Motivation and orientation to work

° Ability to grasp job
° Attitude

° Computation skills

° Communication skills
° Attendance

° Promptness

° Promotion potential

Employers were asked to compare MDTA graduates with those hired through

(2) below average,

(3) average, (4) above average, and (5) outstanding,

Tables 7-8 and 7-9 show the results of this appraiéal in absolute and relative

The first observation is that the responses are relatively symmetrical

<43
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around the "average' characteristic for all categories of performance. Of the
533 evaluative comments, only 19 (3.5 percent) rate trainees as ''superior";

however, even more importantly, 6n1y 11. 8 percent are rated "poor." A larger

TABLE 7-8
Appraisal of MDTA "arrainees
(By number)
Higher than Less than

Categories Outstanding Average Average Average Poor Total
Skill training 2 18 21 14 6 61
Motivation and

work orientation 2 17 21 13 10 63
Ability to

grasp job 1 16 27 13 3 60
Artitude 4 16 | 19 15 8 62
Computational .

skills 2 15 19 15 S 56
Communication

skills 1 11 . 21 18 S 56
Attendance 3 18 13 18 10 62
Promptness 2 16 16 17 9 60
Promotional

potential 2 17 8 9 7 53

TOTAL 19 144 175 132 63 ‘533

¥pata collected by Olympus Research Corporation.
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TABLE 7-9

Appraisal of MDTA Tl;lainees
(By percentages)

Higher than Less than
Categories Outstanding Average Average Average Poor Total

Skill training 3.3% 29.5% 34. 4% 23,0% 9.8% 11,47

Mativation and
work orientation 3.1 26.9 33.3 20.6 15.8 11.8

Ability to ' .
grasp job 1.6 26.7 45.0 21,7 5.0 11,2

Attitude 6.5 25.8 30.6 24,2 12,9 11.6

Computation
skills 3.6 26.8 - 33.9 26.8 8.9 10.5

Communication
skills - 1.8 19.6 ~37.5 32,1 8.9 10.5
Attendance 4,8 29.0 21.0 29,0 16.1 11,6

Promptness 3.3 26,7 26,7 28.3 15.0 11,2

Promotion
potentia). 3.7 32.1 34,0 17.0 13.2 9.9
TOTAL 3.5% 27.0% 32.8% 24,7% 11.8% 100.0%

¥Data collected by Olympus Research Corporation,




percentage (27,0 compared to 24.7) are rated "above average" than "below average, "
* but the difference is not significant. It is significant that more than 63 percent of
the MDTA employees are rated average or above, If we consider that the raters

were generally hostile and that institutional training is drawi.ng large numbers of

enrollees from the disadvantaged, this is better than might be expected.,

The often-voiced opinion that MDTA enrollees are poorly motivated, have
poor attitudes, and have a tendency to be late or absent from work is reflected in
the data, Nearly 13 percent are rated "poorly mbtivated, " 13 percent "poolr at-
titude, " 16 percent “poor attendance, " angd 15 percent have "difficulty getting to
work on time." These characteristics are frequently combined into the "socio-

logical” aspects of work, and many employers feel they are more important than

the achievement of job-related skills,
E#ch of the evaluation elements can be examined in some detail and inter-
esting relationships identified., Two, however, stand out from the rest: First,
employers report MDTA trainees' attendance as either "above average' or "below
average, " with little concentration in between. It is the only characteristic that
has a bimodal distribution. Second, employers rate nearly 70 percent of the MDTA

graduates they hire as having average or better promotion potential,

Employer Recruiting Sources

Employer methods for recruiting qualified workers range from reliance on
"walk-ins" to direct recruitment from training institutions. Table 7-10 shows (by
city) the number and percentage of all interviewed employers who name various

recruitment sources. Table 7-11 gives the breakdown by industry.
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TABLE 7-10
Recg;t:r;gy ?g’ubrces
Source Anchorage Dallas Duluth T'resno Miami
~ Company files 2 5 8 13 9
(16) -
Walk-ins 14 8 9 7 4
(24) (19)

Employec referral - 3 1 6 8
Employment Service 8 16 17 ‘ i8 10
(30) (35) (23) (14)
Private agencies 2 4 2 7 4
Newspapers 10 13 7 7 20
(25) ~ (28)
‘ Union referral 1 | - 1 4 4
| Community agencies 6 1 1 4 3
Urban League . - - - -
CEP - - - 6 -
Skills Center | - 1 - 1 1

OIC - - - -
All other 15 2 2 | v 9

(29 _— _— - _—

TOTAL 58 53 48 79 72

#Data collected by Olympus Research Corporation.

b ) L e
Numbers within parentheses represent percentages of significant
utilization of source within spccific city.
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TABLE 7-10 (cont.)
Source .___Milwaukee Montgomery New Haven New Orleans Paterson
Company files 9 5 4 3 5
(17) '

. Walk-ins 6 5 6 8 8

(18)
i .
Employee referral 1 9 - ' 9 ‘ 4
' (16)

Employment Service 14 13 14 15 10
(26) (22) (29) (22) (29)

Private agencies 2 9 4 6 3

- (16)

Newspapers 8 ' 7 11 15 8
(23) (22) (18)

Union referral - 1 - 4 ' 2

Community agencies 5 1 - 4 1

Urban League - - 1 - -

CEP - - 1 4 -

Skills Center - - - - -

oIC 3 1 2 - -
ALl other 5 7 5 L 4

TOTAL 54 S8 48 : 69 45

ERIC ~ R48




TABLE 7-10 (cont.)

Source Rochester Salt Lake City Wilmington Total Percent Use
Company files 7 6 S 81 10.69
Walk-ins 10 10 7 102 13.4

(16) (16)
Employee referral 2 3 3 49 6.4
Employment Service 10 18 8 171 22,5
(16) (29) (16)
Private agencies 8 7 4 62 8.1
Newspapefs 7 9 12 134 17.6
(24)
Union referral 2 2 1 23 3.0
Community agencies 3 1 4 34 4.4
Urban League 1 - - 2 0.02
CEP 3 - - 14 _ 1.8
Skills Center 3 - - 6 '0 .07
OIC - - 2 8 1.0
All other 6 5_ 4 72 _9.4%
TOTAL 62 62 S0 758 -
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More employers cite "company files" and ""walk-ins" than any other source,

(These categories are combined because they represent direct transactions between
employers anq em;;loyees, without the participation of "brokers" or middlemen. )
The difference, however, between the percentage of employers who name these
sources and those who cite ES does not represent a significant number of employers.
Twenty-four percent of the employers name company files and walk-ins,' while
22,5 percent cite ES.

The other major recruitment source is newspaper want ads; 17.6 percent
of the employers interviewed cited want ads. The "all other" category includes
civil service systems, direct school referral, unions, etc.; 9.4 percent of the em-
ployers name these sources. 'Private agencies” and "internal employee referral”
rank considerably lower, with manpower programs grouped near the bottom. How-
ever, it should be noted that manpower program placements make up a portion of

all ES placements,

More than 56 percent of the employers cite recruitment mechanisms rel-

atively isolated from manpower programs: "company files, " "walk-ins," "em-

ployee referral," "private agencies, " and "want-ads.,"

Although ES is ranked as an important recruitment source by employers, .
the question as to the M of jobs listed with ES agencies is very much to the
point. It may be that ES is mentioned by more employers than other recruitment
sources ( with the exception of "company files" and "walk-ins') because employers
list mainly their high-turnover jobs with local ES offices. An analysis of Job Bank

data contained in Chapter Four suppdrts ﬁhis contention.
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Employer Screening Devices

Information regarding screening devices used by employers is displayed
by SIC code. Table 7-12 breaks down screening information in two ways: First,
the number of times firms mentioned screening devices; second, in cases where
a device is used 75 percent or more of the time, the number has been placed in
brackets,

Interviewer recommendation and reference checks are used by about 28
percent of the rirms included in the sample. Licenses and other credentials are
required by less than 5 percent of the firms. Slightly more than 8 percent cite
education, and 10.5 percent require experience for most occupations. It should
be emphasized, however, that while most employers indicate that education and
experience are not explicit screening criteria, they prefer ""experienced people”
or "high school graduates," Therefore, while company policy may not explicitly -
stipulate that a minimum educational level is required, when the screening process
produces a high school graduate and a nongraduate, the former is clearly preferred.
Often for entry-level jobs, experience is not required. While 3.4 percent of the

firms require licenses or other credentials, this usually means a chauffeur's or

driver's license. In some occupations, such as electrician, plumber, and station-
ary engineer, states require licenses. In any case, most occupations suitable to
MDTA institutional training do not have excessive licensing requirements.

Looking at broad industrial groups, we see that the expected screening
techniques emerge, Interviewer recommendation and reference checks predominate

in every industrial group except government, In the latter industry, the major

t
L
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TABLE 7-12

Screening Devl es
(By mdustry)

b ' Screening Device

Interviewer Test Union Reference
SIC Code Industry Recommendation  Results  Membership Checks
[ M:ning - (e (n) (O
1 1 - - 1
Construction - (1) (1 (2)
4
2,3 Manufacturing (14) (4) (6) (13)
36 20 1 34
4 Transportation,
communications,
electricity, and
gas ' (4) (2) (4) (6) .
11 10 7 » 8
5 Wholesale, retail .
trade (9) (4) 1)) (9)
30 14 3 26
6 Finance, insurance,
real estate (1 - - -
8 . 4 - 9
7.8 Services , (10) (2) (N (7)
24 10 4 22
9 Government (5) (7 (2) (4) f
8 6 - S l
TOTAL (43) Q2n (16) (42) :
122 65 26 109 l
Percentage of use 27.9% 14.5% 7.1% 25.5% |

2Data collected by Olympus Research Corporation. '

Numbers within parentheses represent percentages of signrificant -use of source
within a specific city.

CBrackets indicate that the screening devnce was used 7S percent of the time or
more,
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TABLE 7-12 (cont. )

Screening Device
License or
Education Experieace Credentials Other Total

SIC Code Industry

Mining (1) - - (4)
- 3

Construction (4)
13

Manufacturing (43)
131
Tranasportation,
communications,
clectricity, and
gas

46
Wholesale, retail
trade (26)
96
Finance, insurance, real
estate (2)
27

Services - (25)
5 4 95

Government (1) (1) (21)
5 3 38

TOTAL (5) (6) (145)
15 14 447

Percentage of use A 3.49 3.4, 592%‘1

dThis number = 100%..
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screening device is testing, reflecting the widespread use of civil service systems.
Employers in SIC group 75, “automobile repair, automobile services, and garages,"”
require high levels of experience. Since a considerable volume of MDTA training
occurs in this cluster, placement difficulties can be understood.

The survey indicates that screening devices are often informal and subjective.
Custom or employee preferences, rather than employer criteria, may often be the
deciding factors as to which applicants are accepted for jobs. In other words, new
employees are often selected on the basis of how well they can adapt to conditions
of employment (Which have emerged informally throughout the years) or whethexr
they will be accepted by old-line employers and foremen.

In some cases, however; screening 'devi.ces are comprehensive and formal-
ized. For example, a Salt Lake City armored car company requires the following:

(1) ', Check of the applicant's driving record

(2) Possecssion of a chauffeur's license or é.bility to pass the test

3) Polygraph test

4) Bonding investigation

(S) FBI investigation for licensing as a special police officer

(6) Proficiency with a hand gun
After having summarized these requirements, the office manager said, "We are
always in the market for minority members and the less fortunate. If you know
any Indians, blacks, or Mexican-Americans that can pass our entrance refuire-

taents, please candd then trrer " He e aeiims
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This is not an isolated case. Many employers are actively seeking what

they call "qualified minorities."

LAYOFF AND RECALL PATTERNS

Recent layoff and recall patterns of industry are typified by the firms in-
cluded in this evaluation. Two hundred and five employers responded to the ques-

tion; the breakdown is as follows:

Number Percentage

Response Responding Responding
No layoff or recall 117 36.0%
Heavy layoff, no recall 28 8.6
Highly seasonal employment 15 4.6
Small layoff and recall 36 11.0
Other (rely on contract 9 2.7

negotiations, etc.)

No response 120 37.0%

Because the 120 firms that did not respond are spread across the entire geographic
and industrial spectrum, it seems safe to assume that the pattern established by
the responding firms is valid.

In the "heavy layoff, no recall” group, 27 were large firms and one
was medium sized. Industrially, there were 14 in manufacturing, three in forestry
and mining, and four in wholesale or retail trade, The remaining industrial groups

were not affected significantly by heavy layoff activity,
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The "seasonal" characteristic applied to 15 firms, of which five were in

"services, " three in manufacturing, and three in wholesale and retail trade.

Table 7-13 shows the industrial distribution of thesc two patterns.

, TABLE 7-13
Layofi-Recall HistorX of Firms
(By SIC code)
SIC Code , | Industry . . : Seasonal ._'Heuv’y Layoff

1 onstxuction, mining o - ‘ 3
2.3 Manufacturirg | 4 ' 14

4 Transportation, communication,
and utilities i 2
) Trade (wnolesale and retail) 1 2
6 Finance, ifwuriance, real estate - 1
7,8 Services | ' 6 3
9 Government i 1
TOTAL _ 13 . 26

?Data collected by Olympus Research Corporation.




THE INCIDENCE OF INTERNAL TRAINING PROGRAMS

Industry relies heavily on informal, on-the-job training. Formal training
programns, vestibule arrangements, and apprenticeship programs are usnd signi-
ficantly less in firms of all sizes and virtually not at all in small firms (less than
50 employees). Thirty-six percent of all responding firms reported that they do

not conduct any training programs. For large firms, the percentage is 31 per-

cent, medium, 38 percent; and small, 51 percent.

Of course, employers in firms of all sizes use O]T either implicitly or ex-
plicitly. OJT is a continuing process that often occurs without the employer's or
employee's recognizing its presence. In many cases new employees are hired and
wrained by experienced personnel who at the same time fulfill production quotas.

Table 7-14 summarizes the internal training activities of responding firms.
Several comments about the data seem appropriate to eliminate possible misinter-
pretation. First, employers tend to divide training into various "levels.” The
classifications from lowest to highest might be as follows:

(1) Orientation

(2) Upgrading

3) Special seminars

4) Vestibule

(5) oJT

‘ (6) Apprenticeship

(7) Formal internal and external programs
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Some firms do not consider training below "special seminars" or 'vestibule' as

training per se, Others consider anything that provides any information to employ-

ees as 'training." Most firms in this study, however, did not consider "orientation"

and "upgrading" as internal training programs.

The number of current apprenticeship programs seems relatively small in

relation to the number of unionized firms. It may be that many firms (and unions)

have suspended or curtailed apprenticeship programs because of an oversupply of

workers or that many employers hire from sources outside unions. Of course,
construction contractors constitute a small percentage of the ORC sample. Appren-
ﬁ;eslﬁp is most prevalent in the construction trades.

The major point to be made, however, is' that employers are not actively
training on a large scale at the present time. Most non-OJT programs are dormant,
and even apprenticeship programs are significantly below previous levels. The
occupational coverage of current employer training is extremely limited. There
are a few occupational clusters (e.g., medical and machinist) that have relatively
large number;s in training,

The level of employer-sponsored training in most traditional MDTA occu-
pational clusters is very low. This may be an indication of low demand in these
occupations; conversely, it is not known whether employers conducted training in
these occupations when economic vconditions were more favorable. The absence of
employer-sponsored training programs may make it easier to place the graduates
of manpower program trainees in some occupations, since, if employer training

programs exist, employers would almost certainly fill their vacancies with graduates
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of these programs. This is true in the appliance repair field, w'ere both manu-
facturers and retail outlets have formal training programs for repairmen. It is
difficult for MDTA to compete with these programs. The auto companies and some

dealers also have formal programs for mechanics. Few MDTA auto mechanics

graduates are placed with "authorized dealers’ who hire the graduates of company-

sponsored training courses.

PUBLIC EMPLOYERS AND "SKILLS SHORTAGE'" OCCUPATIONS

A total of 33 public employers wés contacted; veterans hospitals, training

institutions, other medical facilities, and the U.S. Post Office comprised the ma-
jority of public employer interviews. Each agency is deeply involved in the civil
servicé recruitment and screening system. The rigidities of this system are well
known, and the methods used to 'circumvent” its application are of considerable
interest. When an organization wants to hire a specific individual or group of in;
dividuals, there are methods of "getting around” the system.

The usual method involves the use of a part-time help provision called the

"700 Hour Authority." It permits administrators to hire individuals for temporary
or part-time positions without hiring from civil service registers. Using this de-
vice, a firm can hire an individual and train him or her for about four months.
During this time, the individual is "coached” on how to take the civil service ex-
amination. As an administrator of a Veterans Administration hospital noted, 'If
we like the individual, we will get her through civil service.” In other words, for

certain individuals, the civil service system is not a barrier to employment.
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However, the sys"tem does not always work. Specifically, a NAB office in one of
the cities hired a young black girl under the "700 Hour Authority." She took the
civil service test pertaining to her job and emerged twenty-first on the register.
As a consequence she was released from her job, It is ironic that this employee
was classified as "disadvantaged" and that the agency (ES), charged with assisting
the disadvantaged, was forced to terminate the girl.

Public employers in some areas have not devised methods of "beating’ the
system and express considerable dislike for civil service. A public employer in
Anchorage, for example, says his biggest complaint about public employment is
that "civil service screens out the people that MDTA seeks to help." However,

even if MDTA graduates do manage to make it into civil service, there are nevex-

theless further problems, For example, another public employer in Anchorage
noted that one of the basic problems in the public job sector is that "too many rungs
are missing in the career ladder for lower level employees. . . . It is practically
impossible to advance."

Aside from the recognition of these problems and variations of the above-
mentioned method of getting around the system, public- employers apparently &o not
expend much effort in finding ways to move MDTA trainees through the system.
Quite likely, one of the major reasons for this passive attitude is that the number

of MDTA trainees going into public jobs is relatively small. Additional pressure

is likely to arise as more and more public program trainees encounter the civil
service system and fail to move tlifough it effectively. Perhaps the Public Sexvice

Career program will help alleviate these problems.
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INSTITUTIONA L TRAINING VERSUS QJT

Though it cannot be documented, employers appear t favor O] T over in-
stitutional training.in most occupations. A miami automotive dealer contends that
“school trainees learn on clean r.ransmissioné and can't handle the dirty work on
a real repair job." In other words, they become disillusioned and find it difficult
to accept the conditions in a real-world work environment.

A Rochester hospital official said: '"W= are able to take people in with zero
training, train them oﬂ the job, and succeed as well or better than with those who
have had six months of MDTA training.” One of the major rcasons why "MDTA
can't market what it produces" is because "the training doesn't make a difference
in most cases."

In a somewhat different vein, a Montgomery cement products manufacturer
believes that institutional programs "inflate trainees' egos' so that they have a
difficult time accepting the real world of work at a reasonable pay scale. oJT

‘“conditions" the employee to accept the realities of work as well as the pay structure
peftaining to it, he believes,

Many employers are suspicious of institutional manpower programs. A
Paterson employer, for example, asked the ORC interviewer: "Do they really train
people, or are they providing emotional support?" Many employers fear that if they
hire the graduates of institutional training programs, they will be "stuck” with
low producers, and if they are forced to let them go, they will be criticized as
"racist" by militant and not so militant community organizations. "All such crit-

icism makes the newspapers and TV, yoﬁ know, " one employer stated.

264




261

There are many highly technical occupations for which training is easy in
an institutional setting; however, many (not all) MDTA occupations have tradition-
ally been the subject of formal or informal OJ T programs. Most employers (the
notable exceptions are empl~<.>.yers who hire construction ''craftsmen') have utilized
and are accustomed to OJT (their own programs as opposed to public programs),
When they compare the products of institutional training with employees obtained
* through tradition#l training channels, MDTA trainees come out second best. The
comparison, of course, is not altogether valid. Employérs do not take into account

the fact that MDTA trainees are far from the '‘cream of the crop, " and in fact have

often been selected for training because of their employability problems., Employ-

ers' "trainees" are usually the best the labor market can produce at a given time.

Employers are also critical of MDTA courses which have traditionally been
the subject of institutional training; e.g., auto mechanics, diesel mechanics, cler-
ical woricers, etc, The chief criticism is thét most MDTA graduates do not emerge
as "skilled craftsmen."” They express impatience with the explanation that most
MDTA courses are too short to produce anything other than entry workers. "If a
man says he is a mechanic, or a woman says she is a scretary, 1 expect them to
perform accordingly, " one employer said. A few employers recognize the prob-
lems MDTA adininistrators face. For example, a Fresno hospital administrator,
when asked about the effectiveness of institutional training, responded: “Not enough
funds are provided to train properly.”

If six-month programs in health and medical occupations are not sufficient

to provide adequate training, theré is little reason to believe that qualified auto
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mechanics, diesel mechanics, and other craftsmen can be trained in six months.
Although not stated directly, this has been the basis of much employer criticism

of MDTA institutional training,

SUMMARY

Employers are uninfor?ned, unethusiastic, and disinterested in institution-
al MDTA training. Although there are regional differences, cmployers have had
- little invited or sclf-initiated contact with the planners and operators of institution-
al training. Few know which institutions are participating in MDTA or which oc-
cupations are included in the programs. Employers, virtually without exception,
share a stereotyped image of public training programs that is wasteful, overadmin-
istered, overstaffed, and generally ill equipped to deal with community employment
problems. Few employers, however, can justify this image or document their
charges, and very often they contradict themselves. For example, while condemn-
ing the overall program in strong terms, employers rate most MDTA graduates
as "average or better than averagc employees" and rate 70 percent as having an
average or better than average promotion potential,

This negative attitude may be due to the fact that "horror" stories receive
more attention than “success" stofies, but it may also be due to' the relatively de-
pressed economic conditions that existed at the time ORC made its survey. Most
firms have not experienced manpower shortages over the past three years, and,

in fact, have been overwhelmed by the constant pressure of new applications and
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referrals. In such a setting, employers are not apt to be open minded about public

training programs,

Most employers, especially those who hire large aumbers of semiskilled

workers, prefer O]T (their own as opposed to public programs) over institutional
training, Craft employers for the most part do not believe that institutional pro-
grams are producing workers with skills adequate to compete in the craft market.
The basis for this criticism, although not stated directly, is the relatively short
length of most institutional programs.
Employer preference for OJT is based upon the employers' contention

that it does not take six months to train a machine operator, for example. Many
employers believe they could do an effective training job in a period of two weeks

if they had a properly motivated individual. This viewpoint is illustrated by the

comment of the personnel director of a small textile firm in Wilmington. He
contends that "skills are not as lacking as attitudes," Similarly, a Dallas em-
ployer sces the "biggest failure” of MDTA as "failure to understand what job
training is for." In his opinion, skill acquisition is not the main purpose of job
trahing but rather to develop an orientation to the world of work. The personnel
director of a Dallas hospital said virtually the same thing when he noted, "job
environment is the major problem, not job training." According to employers,

if MDTA institutional trainees are to be succgssml after training, they must be
able to be absorbed into the "'job.eﬁvironment. " More than skill training is needed

for a complete adjustment.
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It should be emphasized that most of these comments came from what

2

Doeringer and Piore“ have termed "enterprise specific" employers, or from em-

ployers who train their workers (generally semiskilled) in skills which are not

transferable. Craft employers, on the other hand, recognize the necessity for
institutional training but question whether the time and resources available to

MDTA are sufficient to do the job,

2 . . - :
Peter B. Doeringer and Michael j. Piore, Internal Labor Markets and Man-
power Analysis (Lexington, Mass., D.C, Heath & Co,, 1971),
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Part 1
LABOR MARKET BULLETIN

State of California OCCUPATIONAL SUMGWARY STATEMENTS
Dopartment of Human Resources Development FOR MDTA TRAINING PROPOSALS
Coastal Area

February 3, 1971

Labor Market Information Pulletin No. 57

The attached Occupational Summary Statements were prepared by San Francisco Research
and Statistics to answer questions raised by field office personnel who are involved
in referring clients to MDTA training. They provide, for selected occupations, labor
market information and an evaluation by this unit as to whether an MDTA graduate
would have a reasonable expectation of employment. The information contained in each
should provide the framework within which the job agent or other case-responsible
person can assess a particular client's likelihood of obtaining employment at com-
pletion of training. Where an occupation appeared to have favorable prospects, the
study was expanded to include employer suggestions as to course content and essential
skills and aptitudes.

Although most data was.collected in the Bay Area, field staff in other areas might
be able to apply our data collection experience to their respective areas.

Occupations selected are those for which we have received requests for information

or those we believe might afford employment prospects. Additional statements of this
type may be issued periodically. Job agents, counselors and other field staff directly
involved in referring clients to MDTA or WIN training may direct. requests for occupa-
tions they would like studied to the Area labor Market Analyst in San Francisco. At
a minimum, we will provide any information we have available and,as time scheduling
psrmits,we will prepare similar statements.

Additional copies may be obtained from the Area Labor Market Analyst in San Francisco.
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California Dogatof Human Resources Development Survey Area:

Research and istics, San Francisco San Francisco-

Oakland Bay Area

OFFICE MACHINE SERVICEMAN

This summary covers those who repair such equipment as typewriters,
adding machines, addressographs, mailing machines, calculators,
accounting machines and duplicating equipment. Data processing
equipment technicians were excluded from this study.

With the growing use of office equipment of all varietie,, the
field of office equipment repair is expanding, providing a con-
tinuing need for servicemsn. At the present time job opportunities
for repairmen are good. Over the long term, job prospects should
continue to be favorable. As well as staff increases in central
cities, new branches are opened by some firms in surrounding
cities to serve areas with industrial expansion. Turnover also
creates openings as servicemen advance to sales jobs. This
occupation is less influenced by downturns in the economy than
many others. In slow periods some firms may defer servicing or
cancel routine service contracts, but such cutbacks are offset by
several factors: moet firms continue service eince they may )
otherwise have major work later; older machines that are retained
require more repair; and additional equipment is installed by firms
electing to do in-house duplicating, for example, instead of paying
the greater costs of having the work contracted out.

Office machine servicemen are employed by manufacturers in their
sales and service branches and by dealers (covered in this summary).
Others may work for repair shops or companies such as banks or
government agencies which have their own equipment maintenance
departments. While specialization exists, employers expect their
employees to be able to work on more than one line of equipment,
porhaps all makes of a particular kind of equipment or several
kinds of equipment produced by a manufacturer.

Distinctions between employment with manufacturers and dealers

are identifiable, yet some job features and requiremsnts are common
to both. Workers in this field must have mechanical aptitude, be’
able to deal with people, be neatly groomed, and be able to work
on_their own in the field. They should also possess a valid
California driver's license and for some firms they have to provide
their own transportation for use on the job. From two-thirds to
ninety percent of the work is done at the customer's. place of
business. The hiring requirements of manufacturers' outlets are
generally more stringent than those of dealers. They are more
likely to require high school graduation or its equivalent

whereas dealers generally require only sufficient education to
enable one to use the manuals and commnicate effectively. Tests
given by a few employers cover abstract reasoning, meschanical
aptitude and an interest inventory.

(continued)
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Office Machine Serviceman (Cont'd.)

Training programs should stress basic clectricity end mechanics.
Trainees should be able to read schematics. To thy exteut possible,
salesmanship or customerrelations should also be incorporated into
any training program. Sons firms like persons to have a background
in electronics but this is by no means universal. This interest is
expressed primarily by manufacturers' branches as they generally
sell and service electronic squiment. latheratics per se is not.
essential. The person, huwever, needs what way be necessary for
his understanding of eleciricity theory and where pertinent,
electronics thoory. Also, servicemen mst be able to prepare
invoices and coupute taxes and total charges on carvice calls.

Persons hired receive on-the-jcb training and instiuction by
manufacturers, frequently at company schvols, on the particular
makes they will be servicing. The training is received both by
those working for dealers and for manuff<turers. Since manu-
facturers train new employees thoroughly on tneir brand equiprent,
they do not find the practical aspects of ~ur training as useful
as do dealers who handle many makes. Generally, however, suci
things as learning to solder, how to use the tools, and now puileys
and gears work is helpful. Also, somsone who has been exposed to
the field, they feel, will know whether he likes 5t and thue be
more likely to remain on the job. Overall, such training is apt
to give the person the edge in obtaining empluyment. Since they
have to be further trained on equipment serviced by the employwr,
they are usually hired as trainees even upon completion of train-
ing. Some smployers provide tools; others require the individual
to supply his own,

Notes regarding specific machines: training in basic electronic
theory, while not necessary to work on many machines, is important
for repairing dictating equipment and electronic calculators
{still a small segment of field). The trend in copy equipment is
awvay from mimeograph and to offset and electrostatic copiers. To
service offset equipment one needs to be familiar with processes,
chemistry, inks, concentrates, etc. and therefore former offset
pressmsn are most likely to qualify for these Jobs.

MDTA Recommendation: The occupation of office machine serviceman
is recommsnded for training provided individuals selected are
those who can deal effectively in public contact situations and
meet the basic aptitude requirements.

10/70
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California Dept. of Human Resources Development Survey Area:
Research and Statistics, San Francisce - San Francisco-
Oakland Bay Area

HOUSEHOLD APPLIANCE REPALIUIAN

There is a need for qualified household appliance repairmen. This
need can be expected to continue with the growing use o{ major

1 appliances and their increased comploxity. These workers, who repair
such major appliances as ranzes, refrigerators, waste disposers,
washers and dryers, may be employed by the service department of a
retail store, an appliance repair shop, a manufacturer's local service
center or an appliance wholesaler. In some firms they are called
service technicians or servicemen.

Employer hiring requirements range from journeyman status to a
willingness to hire trainces. Since there is a shortage of fully
qualified workers, most employers will consider an applicant with
some experience or one who has hiad training that included practical
experience. The followinj were pointed out by employers as being
most important: mechanical aptitude; an understanding of basic
electricity; an ability to diagnose malfunction, trace electric
circuits, read schematics and iead meters (amps, watts, volts).

Some high school is prefe:ired but educational requirements are lenient.
Servicemen should be able to understand manuals and be able to pre-
pare gervice tickets and bills. (These must be neatly prepared).
Other requirements include good grooming and a courteous manner.

‘ These are particularly important in this occupation as it is essential
o that the serviceman will be accepted by the housewife. HMost of the

| work is done in the field; therefore, a valid California driver's
license is required and the individual should have'a good driving
record.

The training should give the indiridual some understanding of most.
equipment, but it is necessary that he be adept at repairing only
two or three. The more eauipment he can work on the hetter, since
the customer who calls regardinz one item may have questions about
others once the repairman arrives at the home. iiany employers are
willing to train servicemen to work on other appliances if they
already know several and to work on zas if their only experience is
with electric. The appliances most important for the trainee to have
cxtensive practical experience on are refrigerators and ranges. If
he has a thorough background on these, employers are usually willing
to train on the others. -

Workers in this trade musi have their own hand tools including

screwdrivers, pliers and set of wrgncihes. &mployers generally supply
technical dersices and instruments.

{ continued)




Household Appliance Repairman (conttd)

While some of the skills learned could be applied to repairing small
! ’ electrical appliances, there is no demand for this work. The number
of small appliance repairmen has been declining as persons find it

cheaper to replace broken items than to have them repaired, and some
i companies will even replace defective items rather than repair them.

MDTA Recommendation: There is a good labor market for houschold

: appliance repairmen and the occupation is one that can be viewed as

} offering a reasonable expectation of employment for MDTA graduates.

i Based on the earlier classes, it appears that youth have difficulty

: in being placed. There may be employer reluctance since the work is
usually done in the lield=—in private homes—without close supervision.
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California Dept. of Human Resources Development Survey Area:
Research and Statistics, San Francisco San Francisco-

Oakland Bay Area

MOTORCYCLE, MECHANIC

The job market for motorcycle mechanics has increased over the last
four years in response to increasing motorcycle sales. According
to one local motorcycle news magazine, scles have tripled over the
past year. #hile sales have increased and it is believed will
continue to, repair and servicing has not been able to keep up with
the pace. The net effect is a shortage of skilled motorcycle
mechanics throughout the San Francisco-Oakland labor market area.

One of the major factors affecting the supply of qualified motor-
cycle mechanics has been the absence of any formal training program.
In the past, local motorcycle mechanics gained experience from '
first working on their own bikes and later learning on the jobe A
majority of the shops contacted in our survey indicated that most

of their mechanics were former customers. This informal, personalized
training process, although adequate at one time to meet employers?
personnel needs, currently is inadequate to bring new entrants into
an expanding market.

Bmployers attempted to meet increasing repair demands by hiring
experienced auto mechanics (a motorcycle engine functions the same
in theory as an-auto engine) to work as motorcycle mechanicse.
Despite auto mechanics' transferable skills, most employers were
dissatisfied with their performance, and in a majority of the cases,
this resulted in the mechanics! termination—and employers' appre-
hension over the future hiring of auto mechanics. Reasons gliven by
employers for the failing of auto mechanics were: (1) the sloppy
work done by auto mechanics—motorcycle mechanics cannot hide work
under the hood like auto mechanics, (2) motorcycle work requires
more precision timing than is necessary for an auto, (3) the mechanics!?
attitude toward the worke

Despite the increase in demand for motorcycle mechanics most shops
are not willing to take on inexperienced mechanics. They usually
require their mechanics to have a minimum of two years prior
experience before being hired, gained either by working on their
own bike or graduating from a trade school specializing in motor-
cycle repairs.

At the present time thers are no motorcycle schools in the Bay Area.
The only schools in California are Los Angeles Trade and Technical
(public school) and Honda (private), both of these are in the Los
Angeles area.

(continued)




Motorcycle Mechanic (cont'd)

MDTA Recammendation: There is a small unmet demand for experienced
motorcycle mechanics in the 23y Area. Due to problens in obtaining
formal training, it is recommended that job development be pursued
in order to obtain a job comnitment before sending a person with no
or limited experience to one of the two training facilities in Los
Angeles.
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Galifornia Dept. of Human Resources Devslopment Survey area:
i Research and Statistics, San Francisceo San Francisco- |
Oakland Bay area'

! DIESZL MECHANICS

Job opportunities for diesel mechanics, in the Bay Area, are
| declining as two major employers have closed. The closings of |
these two shops resulted in layoffs of 265 diesel mechanics
| represent ing over 20 percent of employable diesel mechanics in
. the Bay Area. The assimilation of these displaced workers into
! the labor force has been curtailed by defense cutbacks and poor
economic conditions. Barring this latter condition, the best
source of employment for mechanics has been with the large fleet
operators—A/C Transit, U.S. Government, PIE, etc. ‘lestern
Greyhound would normally top this list but with the closing of
their reclamation division,additional personnel hiring has been
frozen until displaced diesel meclanics are absorbed (freezo is
| expected to continue through next year).

A majority of the shops contacted in our survey suggest that new I
entrants should receive training in general theory of functional |
systems rather than training in changing parts.

MDTA Recommendation: &Even though the Job market for diesel
mechanics could possibly absorb a highly skilled journeymen
worker coming into the area, at any particular time; job openings
for persons lackin; journeyman status including WHDTA graduates
are negligible. :
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g




California Dept. of Human Resources Development

Survey Area:

San Francisco-

Oakland Bay Area

TRUCK DRIVERS

At the present time, employment opportunities for truck drivers
are poor throughout the Bay Area. Potential motor freight
users, attempting to conserve on operating costs, in view of
declining business activity, are tightening inventories and
consolidating freight shipments, thereby reducing the number
of drivers needed.

Contact with various unions, revealed that both San Francisco
and Alameda Locals have a number of their A list drivers
wnenployed-=some drivers with as much as 15 years experience.
Contra Costa, although keeping the number of its unemployed
members down by discouraging new drivers from signing up until
Job openings occur are also feeling the effects of the economic
slowdown.

Under normal economic conditions, an inexperienced person may
gain entry into the occupation by working as a helper to a truck
driver, assisting him in loading and unloading, and occasionally
doing some relief driving. From the helper position a person
can obtain his 1 or 2 California drivers license if the

cmployer certifies that he can handle the truck. For those
persons without certification, the Department of Motor Vehicle
requires that the potential licensee provide the truck for the
driving examination—~—in the past this has provided quite a
barrier for our clients. ‘

Jobs for experienced drivers are usually dispatched through
local 85 in San Francisco, local. 70 in Alameda, and local
315 in Contra Costa. &Bmployers of truck drivers do take
applications frem people seeking driver jobs, but when hiring,
they most often go through the unicn.

MDT4 Recommendation: Training is not recommended in this field
since job opportunities for inexperienced drivers are at

best limited, and should continue to be so throughout 1971.
Additionally, the coolness to any private training (MDTA, etc.)
by unions suggests problems for potential trainees entering
the heavily unionized field of trucking.
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California Dept. of Human Resources Development Survey Area: '
Research and Statistics, San Francisco San Francisco~

Oakland Bay Area

SHZET MBTAL VORKER

At the present time, job opportunities for skilled sheet metal
workers are scarce as construction and production-related acti-
vities continue to feel the effects of the slowdown in the economy.
In addition, wide use of production-line fabricated sheet metal
products in construction and in other industries has limited the
growth of journeyman sheet metal workers.

Sheet metal workers are members of Locals 104 in San Francisco, 216
in Alameda, and 272 in San Mateo Counties. In San Francisco,
apprentice candidates must pass a written and oral interview given
once a year before being placed on the "active list" from which
employers select candidates. Normally, 35 out of approximately
100 persons taking the written and oral examination pass, and of
those passing only 15-25 persons are placed as sheet metal workers.
Only 8 apprentices were placed in San Francisco in the first 10
months of 1970. Tutorial sessions are held weeks in advance of
scheduled examinations for persons seeking assistance.

Beginning in 1971, Alameda County will follow the sane procedures

as San Francisco in their selection of apprentice candidates. In

the past, persons interested in a career in sheet metal in Alameda
County solicited their own job and then enrolled in laney Colleget's sheet
metal indentured apprenticeship program.

Sheet metal workers in aircraft production and repair belong to
local 1781 of the Air Transport Employees. Aircraft sheet metal
workers must have special knowledge of metal alloys and tolerances,
thereby requiring work skills not comparable to the sheet metal
workers under consideration in this proposal.

MDTA Recommendation: At the present time, the job market for sheet
metal workers is saturated with journeyman workers. Although, en-
trance examination for inexperienced sheet metal apprentices will
be given sometime after January in both San Francisco and Oakland;
job opportunities will remain limited until a majority of the
unemployed journeymen and apprentices return to work. Pre~
apprentice sheet metal training will not prepare potential candi-
dates to pass the general aptitude portion of the sheet metal
entrance examination, but training may give the candidate an edge
in his oral interview.

Persons with a3 minimum of six months previous sheet metal experience
Uohn O'Connell and other institutional sheet metal training not
acceptable) are eligible upon approval by the joint apprentice board,

to be placedbefore inexperienced "active list" apprenticeship candidates.

10/70
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Oakland Bay Area |

BICYCLS HEPAIRMAN

Traditionally, most bicycle shops are very amall, usually manared
by a family employing one full-time worker. The owner, besides
being responsible for sales, usually handles repairs and employs
additional part-time personnel (high school or college students)
during the sumuer months when business activity is at its peak.

Training for bicycle repairmen has generally been gained on the
Job. The length of time necessary to becanme oualified, although
dependent on the individual, is usually from two to three years.
The mechanic, besides replacing and repairing wornout or broken
parts, must be able to sell and prepare sales invoices requiring
basic reading and writing skills, Experienced bicycle mechanics
make from 33 to § per hour. :

Omers of bicycle repair shops in the East Bay, recognizing the
need for trained personnel, have approached vocational schools !
(Laney College) in an attempt to establish training classes for i
bicycle repairmen. To date, no formal training program has been

set up except for the two-day Schwinn program for experienced
mechanics.

With increasing public acceptance of bicycle racing and pleasure
riding, bicycle sales and accompanyins services have, according

to one source, inereased by 200 percent over the year. Most of
the local bike shops contacted in our survey stated they were
desperately in need of exporienced repairman at the’ beginning of
June. Some shops attempted to meet increasing repair demands by
hiring inexperienced personnel and training them to do standard
repairs not requiring much skill or specific knowledie~~thereby
releasing experienced mechanics to handle more difficult repairs.
Small family shops, unable to nire experienced personnel, have
become reluctant to employ inexperienced persons and .nvest time
and money in training for fear of personnel turnover--this has
resuited in their either reducing or discontinuing repair services.
Most bicycle shops have experienced a hizh frequency of nersonnel
turnover, perhaps resulting from their past and present hiring
from the student. population whose employability and future is highly
unstable. Large shops (5+ erployees) have found it impossible to
hire experienced American personnel and have brou-ht 3in experienced
mechanics from Mecico to fill new and vacated positions. TIhe

net effect of these trends Las resulted in inadequate servicing of
current repair demands,

In sumnary, despite the seasonal decline in bicrcle sales during
January, February and llarch most enployers contacted were interested
in employin~ stable career personncl rather than seasonal worke:s.

(continued) _
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Bicycle Repairman (contt'd)

Ten firms were contacted in our local market survey--four of these
located in the East Bay. Based upon comments made by these Zast
Bay bicycle shops, representing the largest local bicycle sheps,
it was estimated that three inexperienced new entrants could
currently be absorbed. By spring (April) most bicycle shops begin
their seasonal expansion, thereby possibly providing additional
enployment opportunities for four new entrants, throughout the Bay
Area.

In considering the feasibility of exploiting the current and pro-
Jected demand for experienced bicycle mechanics, the case-responsible
person should be aware of several points. First, the current low
wages for inexperienced persons, usually the minimum legal wage
(1.65 per hour), makes it difficult for an adult to support a
family. Second, because of the limited duration of funding under
the OJT program, the averaje person would only be able to grasp

2 basic knowledye of the job--and then it is highly questionable how
much he could then command in wages. Third, there is no formal or
on-going institutional training prograza. Fourtn, occupational work
skills for bicycle mechanics are unique and not transferable to
other occupations (i.e. motorcycle mechanics).

HMDIA Recommendation: The limited nature of employment possibilities
currently available and anticipated over the next six months
suggests development of an QJT program which would be more appro-
priate than institutional MDTA training.




California Dept. of Human Resources Development Survey Area:
Research and Statistics, San Francisco San Francisco-Oakland
. Bay Area

UPHOLSTERER, FURNITURE

The job market for furniture upholsterers is relatively static.
A prime reason for the lack of expansion, both over the past
Several years and anticipated, is increased competition from
furniture made in the Southeast United States. The price has
been low, and, in addition, today the product is much improved.
Because of this people are finding they can buy new furniture
cheaper than the cost of recovering.

Shops that do reupholstery and custom work generally are small
and may employ as few as two or three upholsterers. To be
hired in most small shops the person would have to be a
Journeyman upholsterer. To achieve Journeyman status usually
requires threc ysars experience building or rebuilding
furniture from start to finish although they need not asew

and in some shops they do not do the cutting. Nevertheloss,
it is useful to have at least a knowledge of theee procedures.
Most working in the field had been trained on the Job; some
received formalized training. Since the costs of training

a worker on the job are high, one Journeyman almost full tims,
there ars few apprentices.

Some employers will occasionally hire an inexperienced worker,
who is usually on a trial basis for 30 to 90 days. It is
more likely to be with a firm making new pleces than one
doing reupholstery since there is some specialization in

the new work, such as outsiding or springing up. In hiring

a new worker, employers stress that the individual should
have manual dexterity, a desire to learn, and a real interest
in the work as speed and neatness to the work are highly
important. .

Experience generally is not necessary to be hired as a
production upholsterer in a large factory or in a mattress
manufacturing firm. Whereas a few Jobs require skilled
workers, the majority can be taught on=the=job in as short
a time as thirty days. (In mattress manufacturing, workers
are mattress makers and fillers rather than upholsterers.)

Upholsterers for almost all shops need to have their own
tools; however, the cost is not high. They should have
shears, tack hammer, pliere, screwdrivers, tape measure,
needles, and stretcher (wood handle with prongs).

Most workers in this field are unionized. The unions having
Jurisdiction are: Upholsterers, Local 3; Upholsterers, Local
28; United Furniture Workers, Local 262; and Furniture
Workers (branch of Carpenters), Local 314l.

(continued)
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Ugholsterer {cont'd.)

Since it takes three years of all-round experience, such as
that in a custom shop, to learn the upholstering trade,
training of lesser amount usually will not enable the person
to be hired above the level of beginner. Even for a produc-
tion line type job, the new employee will probably work at
the beginner level until he demonstrates his ability. For

a job that does not require a journeyman upholsterer, train-
ing will likely give a person an edge in being hired, but

it is not essential since these employers train their own
workers. Parsons completing the two-year program at Alameda
College (formerly at Laney).usually get jobs as production
workers in large mamufacturing firms. The demand for these
students is strong and some are placed after as little as
four months. Even those who complete the program, however,
don't qualify for jobs as upholsterers in reupholstery and
custom shops unti). after about three years in a factory Job.
A person must be ambitious, though, to-be rotated to various
positions in order to-get the broad experience.

Job openings in upholstery work result more from turnover
than expansion. There 18 moderate turnover as persons
leave jobs to open their own shops and others retire or
leave the field as the pay is lower than other skilled
trades. Journeymen usually receive $4.00 to $4.50 an
hour. The starting rate is likely to be between $2.40
and $2.80 an hour.

Training in furniture upholstery does not enable one to
become an automobile upholsterer~-the skills, for the most
part, are not transferable.

MDTA Recommendation: Although the market is not great, a
person could probably obtain employment in the upholstery
field. It is doubtful he could obtain work as an uphol-
sterer as such, but he would have opportunities for pro-
duction line work. For these jobs, training would give

him the edge in being hired, but good job development

might be as successful in some cases for obtaining employment.
Cne who had been trained, however, might have a better chance
40 be rotated on different operations and thus eventually .
qualify for work as upholsterer.




California Dept. of Human Resources Development Survey Area: )
Research and Statistics, San Francisco San Francisco-.
Oakland Bay Area.

AUTOMOTIVE UPHOLSTERER-TRIMMER

The job of trimmer (automotive upholsterer) was reviewed to
determine if this field would provide Job opportunities for
persons trained in furniture upholstery. It was found that the
skills are not transferable, for the most part, and one trained
to do furniture upholstery could not qualify for trimmer work.
If one learned sewing, this skill would be transferable, but the
majority of upholsterers do not, sew and the upholsterer appren-
ticeship training does not include sewing. Trimmers do all the
cutting, sewing, repairing seats, and installation. They work
on tops of cars as well as interiors.

Few job opportunities exist in autemotive upholstery and some
close to the field indicate that Jobs are declining. Persons turn
in cars for new ones, on the average, after 33 months and do not
have reupholstering done; peisons purchasing used cars don't
usually have the interiors redone. Now most seats are made of
nylon or leatherette, materials that last a long time. 1In
addition, more and mare seat covers are coming made up from the
factory. Work is largely on seats that have been slashed--work
that is covered by insurance--and on convertible tops.

The field is fairly small and whers there used to be porhaps
four or five trimmers in a shop there are now two or three. A
number of shops are onc-man operations or a partnershin with no
employees. There is a four-year apprenticeship program but it
is rarely used; to be appropriate there should be a ratio of
five journeymen to one apprentice. Some employers, including
those with union contracts (Automotive Machinsts), hire trainees.
More often, however, they require journeyr®n. Soms may recruit
Journeymen by advertising out of the area or hire somsone who
has been trained provided he can sew.

MDTA Recommendation: Training should not be glven in this
field since the market is declining. The automotive upholstery
field should pot be viewed as a source of employment for those
trained as furniture upholsterers.
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CASKET TRIMMER

Caskst trimmers fit and glue fabric covering the casket body,
top frame and top panel. Trimmers may also attach hinges to
fasten the top frams to the casket and the top panels to the
frame.

Casket manufacturers vary in size from five to sixty enployees,
with the average firm's employment less than ten. Manufacturers
are located throughout the state with no particular area of
concentration noted.

Hiring is done by either direct firm contact or through the
Upholsters' Union, Local No. 3. Prospective casket trimmers
go through a three-year apprenticeship program. Vage rates
for apprentice candidates currently start at $2.25 an hour
and increase every six months, pro-rata to journeyman wageg~—
$4.CO an hour.

Our review of the labor market for inexperienced new entrants
into the casket manufacturing industry revealed both a current
and projected demand for casket trimmers. Despite the static
nature of the industry, current demand results from the high
frequency of retirement (the average age of casket trimmers
is above 50), along with the high turnover of apprentices. .
Casket munufacturers contend that low apprentice wages account
for the high turnover of new workers--local casket trimmers'
wages are the highest in the country. The higher wages paid
to furniture upholsters in comparison to casket trimmers--
both occupations have comparable work skills—has made it
difficult to attract workers into the occupaticn. The reluc-
tance of local casket manufacturers to increase timmers'
wagee, thereby increasing the cost of the final product, has
been their fear of not being able to compete with cheaper
casket imports from Arkansas and other areas.

MDTA Recommendation: At the request of the Chinatown HRD
Center, several employers of casket trimmers and the union
were contacted concerning the possible development of an MDTA
training program. A majority of these employers had hired
inexperienced persons as casket trimming apprentices recently.
Although employers had no current openings, they reacted very
favorably to the possibility of a training program.

At the present time, no training for casket trimmers, other
than through the apprentice program, exists. klthough the
upholstery training given at Merritt College would be the
next best substitute, two factora suggest on-the-job training
to be more adequate. First, the geographically scattered
demand, and secord the diversity of technigques, unique to
each empleyer. .

[N
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Research -and Statistics, San Francisco . San Francisco-
Cakland Bay Arca

WATCHMAKER

At the present time the job opportunities for watchmakers are
poor, probably a result of current economic conditions. While
few are out of work, there are hardly any calls for watch-
makers=~the union reports that this is the slowest they have
seen the market. The reason few are on lay off is the provision
in the contract that shops must reduce to a four day week--which
several have done--before letting anyone go. Over the long run
prospects are not encouraging--growth is not likely as increased
sales of cheaper watches result in replacing rather than repair-
ing, and watches with warranties are returned to the factory.
Although the averags age of watchmakers is at least 45, with

a number substantially above this, many continue to work as

long as they can and there is nct likely to be any demand to
replace those leaving the labor force.

Openings that occur are most likely to be in shopping centers.
The usual pattern now is for only one, and perhaps two, to

be employed by any establishment. The former centralized
repair facility of one chain, for example, has dwindled to
only a few workers. Since a part of the typical Job 18
dealing with customers, good communication skills in English
are essential. - .

MDTA Recommendation: It is not advisable to train persons in
watchmakirg under MDTA because of the limited labor market.
Exception can be made for those who already have some back=
ground in this field (some apprentice training abroad, e.g.)

v 1¢/70




284

California Dept. of Human Resources Development Survey Area:
Research and Statistics, San Francisco San Francisco-
Oakland Bay Area

EMBALMER

Job opportunities for embalmers are minimal and in some areas may
be declining. Any increases are most likely in smaller or suburban
commnities but these are apt to be in small family establishments.
Reasons cited for fewer embalmers in central cities » in addition to
some shift to the suburbs, include the hiring of funeral counselors
instead of embalmers for functions not requiring licensing (the

pay scale is higher for journeyman embalmers than funeral directors)
and the trend toward shorter funerals and cremating. It is not
likely that openings will be created by turnover as embalmers tend
to stay with the same employer-—one estimate of average length of
time on the job is 20 years. Also, it is not expected that replace-
mentswill be hired for a number of those who retire.

The two California schools, located in San Francisco and Los Angeles,
vorve the Western States. One source indicated that many of the
local students are sons of morticians or plan to work outside the
immediate area. Job opportunities are reportedly significantly

more available in Southern California than locally. In San
Francisco embalmers belong to the Professional Embalmers Ualon
#9049, which has a branch in San Diego and is organizing in

Los Angeles. Some embalmers in Alameda County belong to Chauffeurs
Union #923 and in San Mateo County to Garage and Service Station
Enploress #665.

MDTA Recommendation: Job opportunities in any commnity are not

nuperous and individuals entering the field should be prepared
to conduct a statewide job search. )
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Part [I
DATA BANK BULLETIN

- FEMm A s .

Dept. of Humwn Resources Development ' September 14, 1970
Research /i Gtatistics, fan Francisco :

THE OCCUPATICHAL DATA BAIl
A CORPGHENT OF Al TIPLOYITAIT SEZRVICE OFFICT'S
LABCR MADRGT INFGRUATICH SUSTCH

A Definition v
The.Dat.a_I.':mk is a teol for:

1) - Asserblinr all existine inferration relating to job scarch, as well
' as anry new informaticn which may be cnilected, in one place in a
field office; and

2) Organizine Yhis informaticn intc occupationnl fardly groupings so
that field office ctaff -rill hiave the infariation availakle 'in casily
retrievable form when tiiey are dealing with individual jobsecckers.,

Because of the nziure of inforration stored within it, the Data Bank nust

. chinpe continuallyr to e @ useful rcsource. OCensequentl:, the staff in the
! field office in which it is insialled +ill b? rcrovir- ouldated information
and feeding in new inforration as long as the Data Bank is there.

Its Purpose

The Data Bank is prirmarily desifned to provide the staff rember with the kind
of inforrmation he nends to help the Jobsecker plan a mere productive gzarch
for werk., The office's closed crders are the major source of lsbor market
inforraticn fer the Pata Eank., These previde infermation on which corranies
hire persons in the jckseaker!s occuration, who to se¢2, hiriir requirements,
and jo» duties. The créers are supplerentzd bty listc of other cnmplorers vho
hire i: th2 occupation, as well as other infcrimation developed through employer
contacts. : : .

"Although designed Lo anci:cr auezticns about jeb search, the Data Rank's inforra-
tion can help field «ffic otaff advise the applicant «hs is net Zlob-ready about
career chcice. The sare corders,zhich 2llewed the staff to help the job-hunting
applicant put torether a lint al cerpanies Lo call, can sive the staff rmamber
dealing with a carcar-cisico groblem an idea how :any companies hire persons

in the occupaticn 4us apnlicant chews interest in *nd hov much training he

will need to mcet their minirum entrance requirerants. .

The Hayward Model

The Occupational Data #an« in the Hayward Tmployncsnt Service 0Office is the
backbone of its litor rarzet inforraticon syster, It is dasigned to provide
the staff i thot, offie~ with inforratien to hielp the lebseckers who do not
fiud 2 5o theoush the oifice’s inferration disrlarc on current openings:
1. the onduers in th? Job Information Cenier

2. the ecivil sorviee announcerents

3. want-ads and informration from cther sources foun! on i.e "job leads" toard;

<88
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or through its self-help tools for selecting employers to contact for a jobs
1. the employer directory and
2. occupational directory.

Information on industry location, community facilities, and transportation
facilities is also available to the public on a self-help basis. Consequently,
the Data Bank was designed for use by the staff to answer fairly complex
Jobseeker questions. : , :

The Occupational Data Bank, which is based upon the lestern Addition Adult
Opportunity Center's experience with using closed orders for labor market
information, was designed by San Francisco Rescarch & Statistics in general
terms in San Francisco, then planned in detail and executed in Hayward with
the aid of the Hayward office's staff. The participation and involvement of

the staff was feund to be invaluable for two reasons:

1) By helping to construct the Data Bank, the staff could use it
more easily.,

2) Research and Statistics staff was quickly able to see groupings
vhich the staff had trouble finding or using and therefore change
themo ' :

One type of staff participation which R & S would not recommend repeating
was that of having staff srecialists design the Data Bank's occupational
groupings. It was found that, after many years at a desk such as sales, -
clerical, or industrial, the specialist did not think of the Jobs in that
category in the same way as cther staff members. Consequently, the rest

- of the staff would be unable to find the Jobs they wanted in that grouping.

The Data Bank's design changed continually during our four months in Hayward
as a result of nceds which emerged in the office while we were theore. The
worksheps held in the office proved to be a major source of suggestions.
Needs expressed in the workshops included information of the following types:

Overseas jobs

Older \‘orkers

Clerical Jobs for ten

Data Processing Cecupations

Electronic Industry

Citizenship Resulations

List of emplorers by occupations for Jjobsecekers use

List of employers hirine at entry level jobs (ro experience)
brolen into catezcrics; i.e. clerical, raintenance,
production workers

Factory jobs for women

Employrers hiring Spanish-speaking jobseckers

Medical hiring

Apprenticeships

Licensin; :

Part-timc jobs for students ‘

Arrest records (acceptance by erployers)




i

i

Since these jobseeker needs could not always be satisfied through our
occupational filing system, the "tickler" files werc added to the Occupational
Data Bank. : .

The"Physica'l Arrangment of the Hayward Cccupetionzl Data Bank

All materials in Hayward's Data Bank are fed on 5" x £" cards into trays in
the tubs formerly used for the filing of work applications. On the left side

" of the first tub are metal dividers centaining essential reference materials
‘such as Dicticnary of Occupational Titles (DOT), Volwases I and II; Standard
Industrial Code book; Binders containing general appranticeship information,

. and licensing information, Swmary of Union Referral Practices; and a clip
board for staffs to use to feed in hints on inforrmational needs to coorindator.

The information in the Cccupational Data Bank is grouped by occupation and
the occupations are, in rost cases, arranfed in D.C.T. crder. ‘here related
‘'occupations were found to te hard to retrieve, they were raarranzed from DOT
order to groupines such as imedical patient-oriented, medical~-clerical, and
data processing. o ’ : »

Instead of indiéat.im_z every change in DCT code, occurringin the Data Bank,
the divider tabs in the Occupational Data Bank are us2d to group occupations

into families of occupations reouiring related siills., This grouping of
occupations accomplishes tne following: f

1) it broedens Lthe staff's conception of an individual jobseeker's
labor market; : , :
2) it orients the staff to fields of work; and . ‘ :
3) it facilitates the task of finding the relevant occupational grouping.

Vhere the occupétional _groupings contained large quént.it.ies of closed orders
and location of the lob zeemed to make a differenee to the jobseeker, the
occupational group was subdivided into cormunities within the local office area,

Appendix A contains a compiete»listing of the occupational groupings in the
Hayward Occupational Data Bank, - '

Katerials, Found Within Each Occupational Grouping in the Hayward Data Bank

If they are applicable, the following materials are to be included in each
occupational grouping in the Data Bank:

A surmary of market conditions for that occupation in the local
office area.

Union referral information

Information on other referral points~-LIiCS, school placement offices , ete.
List of employers'and any available employer location waps
Relevant Profiles or Occupaticnal Briefs

Job Finder or other job search Published materials

Entry job listings

Training offered locally with eriployer preferences if known
Licensing information . )

Closed orders and information on the hiring practices of employers
who have not placed an order vith the office~-arranged bty employer
in 2lpbztatizc order.
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Since the local office staff is used to working with coler coding, the materials
listed above were color-coded for easier retrieval. The color-codes are listed
below: '

closed orders sscececeseersssowhite

employer information ........white
licensing information........salmon

union information.e...........green
occupational summary.........green

list of employerseecescesessscanary
training information.........blue .
occupational briefs..........buff or yellow

Each type of mat.e;ial included in an occupational grouping is described in
greater detail below:

- 1. The Occupational Swwary {on a green 5 x 8 card)
It is a brief description of the market for the occupation in the local
_aresa,

The Summary should include:

1. Demand or Surplus Cccupation - why?
High or low pericds? Seasonal?

2. Finding the job - union, what union? Apply directly to employer?
Newspapers? Register with DHRD? .

3. Usual rcquirements - experience - age - education - tests to be
taken. Txcoptions should be noted. . .

4. Hours and wages, -

Sources of information for sunmaries:

Job Orders in 0.D.E.

Unions ' o

Profiles for Alameda County

Staff's professional knowledze :
Contacts to cisployers, unions or .schools

Union Referral Information (sreen 5 » € card)
The nane and address of unions involved in the referral process,
should be given and the referral process described,

Sources of information:
JIS suwmaries for B-l unions .
Inforration obtained by phone calls to local union recorded on green paper,

3. Information on other referral points
The name, address, and telephone numoer of these should be given so that
the jobsecker can make an appointment. ‘hat types of Jobseekers they will
serve should also be noted.

Sources of information: '
Contactz with other offices and schools




-

.5.

10.

All er'plowcrs in th'~ bocal Officc area hxrmg_ persons in the occupation. -
(For locally J.rport.ant occupations.)

Sources:

Jis

Employer Directory - San Francisco Research and °tatlst1cs
Occupational Directory

Profiles or Occuoat:_i_qnnl Briefs (on buff or yellow)
These should be included to five information on the job market for the
occupation in nearby counties.

Sources: )
#503 and other offices
San Francisco Research ¢ Statistics

Job Finders and Othaer Published Jo% Search_ tatermls
These arc included to rerind the staff member to rake sure the jobseeker
has a copy.

Source:
San Francisco Nesearch & Statistics

Entry Job Listincs '
A 1ist (of employers hiring entry level vorkers) which can be abstracted
from the closcd orders.

Tralmnﬂ Inforraticn (or blue)
A 1ist of schools in the arca offering training needed by persons in that
occupation and what employers think of it.

Source

‘School cataloss and contacts

Contacts with employers

Licensing Inforration (on salmen) ;-
Information cn which workers in the occupation rust have the l.icense,
how onc gets the license, and requirements.

Source:
Licensing board in{orrmation
Contacts with erployers

Closed Orders and Trcrlover Centact Cards

These provide inlcrmation on individual emplorer practices. An employer
contact card wss developed to make inforration pathered through telephone
calls and vio.its more retricvable. Appendix E is a facsimile of this
card.

The closed orders are fed into the Data Bank in the following way:

They are backed Ly white5 x & cads. Reason: more easily handled.
Additi malinferrmation to be dated and noted on back, i.e. information
obtained by a tclerhone call to the employer.
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As Job Orders are closed, copies to be fed immediately into 0.D.B.
Eliminate older duplicate copy Co

Record pertinent information from old order that does not appear
on latest order.

The Tickler Files

The tickler files help the staff member retrieve information on Job
openings for specific groups of jobseekers. In some cases » they provide
the staff member with lists of occupations found in industries about
which he may knowv little. A list of the tickler files and a deseription

of the information found within each one follows:

VeteLa_nS' Opportunities '
List of Occupations 'Jh.ere Veterans are preferred or hired:
- Give Occupational Title and DOT as a cross referrence and memory
Jogper to staff. ) '
This list can te obtained from employer specifications on front of
Job Orders and from the referral scction” on pack of Job Order.
 List of skills acquired in service transferred to civilian occupation. |

v Any' specific training available to veterans to enable them to transfer '
skills to civilian employment. : )

Location of Factorr Jobs for i'omen

List of employers, their address and product.
Listed by gecog raphical area -

list of employers, their addresé and title of job.
Older ‘forker Opportunities .'

List of employrers, their address and title of job.
Informatinn on v4C4+»

Information cn "Experience Unlimited” even though this not necessarily
applicable to (licr Jorkers. )

Opportunities for the Spanish-Speaking
List of employers who hire the Spanish-speaking and name of the jobs

they nire for.
Listed by geographical area.

Out of Arca Jobs

Public Administration Recruiter, current copy

‘ o .33
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;

QOverseas Jobs

Where to look for this inforration - information from 503

Agricultural Jobs

Address of Farm Labor Office

Cc_mstruc tion Jobs

Address of BACOP tutoring service and description ¢f service.

List of construction firms in area. :
List of occupations commonly found in construction companies for which
a person can apnly directly. , :

Transportation Jobs

BART General Zmrloyment Specifications

Conmunications Jobs '

List of erployers
Entry-level job lis_tings

Tasks Required to Set Up the Mawrard Data Renk and Time Estimates

" layward  Research &

.L.O. Statistics °
ecks Vieeks
1. Sorting the orders into DOT order = a sort .
on6dié;i“'s.................................. l. 1
2. Sort :lphatetically by cirpleyer within each
6digit DOT....Q............................. 2 1
3. Abstracting riader information frem referral
action jort o order. Txamples: men placed
in elrrical l..c: women placed in factory jobs 1 1
4. Banding dupli ates and eliminating them i 1
5. Removing the backinzs and replacing them
Wit'h 5xscards.......0..'.........."....’. l.
(clerical)

6. Arranging the orders in DCT crder into occupa-
tion2l groupings, developing the puide, and mai-
Ing 300 twomiiay Civider $2bS.eeececosernnnnss 1 8
(clerical)

7. Puiting other existing informatici on § x 4
¢-rés on Iulded sheets and incorporating it

if\to +tl’h: data bun:‘:...ooo.ooo.oooooooo.oooo..o 1 2
Total...o....ooooo. -—,‘ M
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Part 1l

JOB BANK ANALYSIS

Availability of Data

The report, Job Bank Monthly Supplement--"Unfilled Job Openings" as

specified in USTES Standardized Job Bank System, by the E, F, Shelley and Company,

Inc., was produced by seven of the 14 ORC survey cities.

Selection of Data to Be Used

One month only was used for each city. The months were selected to
coincide with those chosen for the analysis of the want ads or to coincide with the '

AMR publication. The following printouts were used:

Dallas, Texas ' August, 1971
Fresno, California October 1971
Miami, Florida October 1971
New Haven, Connecticut Aprit 1971
Paterson, New Jersey April 1971
Rochester, New York April 1971
Wilmington, Delawar_e April i97l
gqa\/ 293
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‘Three types of data, thougnt to he indicative of ES activity, were selected

for the analeis: new openings, filled openings (;aued placements in the analysis),

and order age (30 to 60 days). The column headed, "Referrals,’ appeared promis-
ing, but was abzndoned when it was discovered that it referred only to those refer-
rals made on end-of-the-month unfilled ordexrs rather than referrals made during

the month.

Occupational Skill Levels Using the DOT

In ORC's analysis of Job Bank data, occupational codes assigned by the

Dictionary of Occupaticnal Titles (DOT), 3rd Ed., were used, The analysis re-

veqled se_vére l_imitations and weaknesses in this coding system,

The lowest level of use for the DOT is as a cataloging sYstem. A cert.ain
nuiﬁber is assigned to a partiéular job title, Even at this level problems exist,
The job description that goes with the title is to be considered an "average" assess-
ment of job duties and ‘degree of responsibilities or skills, Any particular job may
vary from this average description. The fizrst three digits of the cpde break down
occupations into groups that are based on the type of work done: ", , . jobs are
grouped according to a combination of work field, purpose, material, product,
subject matter, service, geneﬁc terms, and/or industry, as reflected in the first |
three digits of the codé. nl The groupings quoted above occur within these broad

categories:

lDictionary of Occupational Titles, Vol, I, 3rd Ed., p. XVIL
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DOT Code :
First Digit | Category
0/1_ Pi:ofessional, technical and managerial
2 | Clerical and sales
3 - Service occﬁpav:ions
4 Farming, fishery, forestry, and related occupations
5 ‘Pmcessing occupations |
6 Machine trades’ occupations
’ 7 Benchwork occupations

8 | Structural work occupations
9 Miscellaneous occupations

'I"he other level of use for the DOT codes is in determining the skill level
required to perform the job described, The DOT ge:cserts tﬁat the fourth, fifth, and
sixth digits of the che, when talgen together, can ". « « €xpress the tml level of
complexifv/ at which the job Vrequires the worker to function. w2 The following will
provide a basic description of the code meanings. |

The three digits relate to the degree of complexity in relation to the factors
of DATA (fourth digit), PEOPLE (fih digit), and THINGS (sixth digit). The lower
the number assigned to 'any of these factors,. the higher the level of complexity,
The range of applicable codes is 0-7 (0-6 for DATA). The number "8" is reserved
for "No significant relationship. " However; whenever the THINGS factor is a "1"
or "2" and the PEOPLE factor is "8," a "7" is used in the fourth digit, 'I“he reason

offered is that with a high level of complexity in dealing with THINGS and where

2ibid, p. XVIIL
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/

there is no "significant relationship" to DATA or PEOPLE, there is an implied uée»

of dnta which requires this arbitrary classification, which is not strictly 1n accord-
ance with other uses of the DOT's skills hierarchy.

One other impoftant observation is that the occupational coding system.
results in a large number of occupational titles falling undéf the same :-.i.:k-diglt
code. further numerical identiﬂcaﬁdn is previded by "suffix -odes"-~three addi-
tional numbers-_-which serve to identify specific jobs. In the absence of a nine-
digit identification in the Job Bank, job tisles were selected arbitrarily based on
commonality, |

Jobs Optional Program Quality Poiats System

. The skill-level code uéed in this analysis is based on the Jobs Optional

'Quality Points System. In determining the suitaibility for OJT training under JOP,
| the proposed occupation and :iob trainlng'site are evaluated by five criteria. One
of these is the DOT skill codes--the last three digits--just described. In rating
the proposed training occupation, the skill code accounts for only a maximum of
three points out of a total of 19 possible points. It is only one factor to be cohsid-
ered,‘ and a relatively low-ranking one at tﬁat. However, we have used the DOT
rétiﬁg system designed for JOP si.ncé it was an already established éystem for
evaluating jobs for federal manpower programs.

The fourth, fifth, and sixth digits are summed, and ""quality points" are

assigned according to this scheme:3

3General Administrative Letter (GAL) 1411 (10/5/71), p. 8. (Also in
JOP Handbook. )




D'(_)T‘Rati.ng Quality Points
22 and above 0
20, 21 | 1
15t019 | 2
14 and under 3

We have used this system to provide a classification of occupationé ac-
cording to relative skill levels, It is by no means foolproof, It has been attacked
from mahy sources on g?;ounds of sexual bias in assigning codes, its irhpacf on
wage structure, and the irrelevancy of the éodes with respect to training require-
ments. A few examples will suffice,

RerTemberi.ng that the higher the number, the lowex tie skill level, a
physicist (023.081) has a total 6f nine \_poipts. A carpenter foreman (860, 131) has
a total of nine points, Still another example is that "bus driver" computes to a three
skill level, while "secretary" computes to only a two level,

With these criticisms in mind, ORC has used tli¢ gyscem oniy as a means
of "getting a handle" on a vast array of occupationgl data, Whénevef it is stated
that "x” number of occupations have fallen within ﬂxe skill quality point range, the
most frequently encountered occuﬁations falling into that group have been listed.
With few exceptions, this system has sexrved as a useful tool in accurately identi-
fying groups of occupations,

Other Considerations

/

The inclusion or exclusion by the local Job Bank of certain types of oxders

influences the outcome of this analysis'. For example, "city x's" report may show
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openings for "day workers, " while "city y's" may not include this temporary type

of job in the Job Bank printouts. Since no attempt is made to compare ES activities
from one city to another, the differences between reporting systems are insignificant,
so far as this analysis is concerned. However, it does cause some distortion in the
findings (if we generalize about the most common occupations found in the ES
system),

OVERVIEW OF ES ACTIVITIES:
SEVEN CITIES

Unfilled Job Openings--Summaries of the Data

For the reports used, each type of data (new openings, filled openings,
and 30 to 60 days) was summarized. The summary columns are as follows:

'I‘otal-;-Universe

Number of openings, total: This is the printed total on'the report

being used.

Total number occupations: This is the number of different six-

digit DOT's listed in the report.

"75% Universe'": The rest of the columns refer to that portion of the data

which were analyzed. For each type of data, the orders were ranked by
taking that DOT which had the most frequent number of orders (new open-
ings, filled openings, or 30 to 60 days, as the case may be), and following
it with the DOT code with the second most frequent number of openings,
etc, The process continued until 75 perceat of the "Total--Universe" is

reached, If this 75 pei'cent is not reached with order frequency of four

or more, the process is discontinued at less than 75 percent.

- 300




Number of openings: The number of openings that have been

analyzed,

Percentage of total: The percentage of the "Total--Universe"

openings that have been analyzed,

Number of occupations: The number of different DOT codes en-

countered in the analyzed list,

Skill quality number/percent: The results of the sum of the digits

method of assigning skill levels to the DOT codes., The number of
openings in each class (0-3) is given and followed by the percentage
that it represents of the "75% Universe--Number of Openings, "
These percentages do not reflect the "Total--Universe" number of

openings (see Table A-IlI-1),

DISTRIBUTION OF OPENINGS AND PLACEMENTS

Tables A-III-2 and A-III-3 show the distributions of new openings and
placements by skill level cluster (by city), They illustrate what parts of all ES
activities are distributed over the top six occupations at the highest and lowest
skill levels within the "75% Universe," The clerical cluster is included because
irs four selected occupations constitute a fairly significant portion of monthly ac~ -
tivities but do not appear in the "3-skill" level group because of the DOT coding
system. These tables clearly show that in every city, six low-skill or unskilled
occupations account for disproportionate percentages of new openings and place-
ments and that the "'3-skill" level (highest skill level) and clerical clusters account

for much smaller percentages of the activity,

301




-12p10 13fordwa jo 3dA1 ay1 pus spoylew Sunaodas xueg qof jo vonsuiquo> Jeindad € §1 1 i3 ‘Y 01 pasy vaaxq
PEY a8 voflednddo e jo UOLIEIIPUL UE S8 LAXE] 3q 10u pinoys sBuwado asay] ,,°CINE-$IIQIIEEE,, 0] sBUUIdO OQZ KBNS SIYl,

185 ' = (®0) PN,
‘uonezodio)) ya1easay sndivkjo 4q patdatod ned,

«® F'ET WL 00 0 5£°S9  SI 41 8°cL 6Z€ 6L ¥EY siep 09 01 ¢
0 6T ¥ 62 14 SU'v6 821 €1 8°tc 9€1 86 112 s3uvado paqird
19 6T (11 T8 [4] 0L e 11 9°%L s 131 999 sBuuatio moN
6T 1:14 12/¢-uoBujunim
112 01l #1 0°0 0 1'ee TH st €'y Lt 6 ¥eZ sA¥D 09 01 0F
91 162 9% 9°1z ¢€¥ Ty %6 (34 €SS 661 32 19¢ s3ujuado pajiig
€61  9°9Z o012 SOl  Ofl | 2 S~ > 4 v 9°1L 882 414 00t'1 sBujuado maN
. Les 12/y-239183tpoy
9 9°0s S8 o'st g0z st €1 6°09 91 101 9z ~ shep 09 21 0¢
v 9-7T 90t | AR T 1’6 €81 1€ S°9¢L 0¥ 144§ 9 sBujuado papid
8 0°8f €8S 20 T N 74 % 6% 9c% St 9 %L SES'1 £S¢E 650°2 sSuado maN
6Ly 1L/y-uosamug
€1 9°TT ¥l 0°0 0 S'9s  Sf 8 ¥°ss ] 9% (4] sisp g9 01 o¢ N
S s gl 0 ot 6°88  STT £1 £ 214 18 0S¢ sBujuado pariid ()
6 0°8Z 861 1’6 4] 6°6¥  £S€ 19 9°€L wL 1£2 - 096 sBupado maN ™
. {4 1L/y-03ARH MaN
8 $°65 61 9'st ¢ 0°0 0 9 9°6Z € 1 201 sAwp 09 01 0¢
g 9°'8 ¥t Sy Ss 0°'€0  S9L 6¢ €L 12t 4| [ £44 051 sBujvado pamia
Y6 8°SE  6£2'l  6°G1 8¢ ¥y ¥SS°1 oL T9¢ ‘e 144 qlvs'y sSujuado maN
114 1L/ot-juepn
0 o'syr 2 0°'0 0 0°zs €l t £°or (44 9 S sAwp 09 01 o¢
61 6T 61 1y 24 T°06 109 3] L 999 6€1 €88 s3ujuado papig
4 9°'01 66 98 18 S'6L S 2 4 Lve 1£6 €61 1A sBujuado map
9£2 1L/01-0usaxy
L9 4] £°c6 891 0°0 0 0°0 0 o1 9°9¢L o8t 11 SET sA¥p 09 01 ¢
0" 1t 80T 60 #8S L eze 9'0r 9L L9 L9 888°'1 6€9 zes'z  sBupado paig
%1 - %9 BrLe €80°T %E'BT 9Z0‘t  WO€E IS8l 68 % c9’s 6£9 188" sBuwado man
£ ‘ 12/8-se1eq
WI0Id JqUINN 1WSD13d Jaquiny UIDIIG I3QWINN D34 QNN  suonednddQ 12038 s3uivadp suvotiednddQ 19101 aeg/fuD
(€) @) [(}] (0) JO J3QUINN  JO WId13g  JO JaquunyN Jaquiny sSuwadp
1093334/3quInN_ saniend (114s 120l I2quInN
3s19aMN)--1001
«3839A10N Y6/,
mawu:_u V3A3g)
S2UANDY §F JO MIWAIANQ
1--V 376V L
e,
kl

Aruitoxt provided by Eic:

E




301

91

%€ -6z

2yaem Aep 211sowop ‘uewfIaAl[ap
xooq auoyd ‘aafpusy jeladew ‘Jadiay
uayoaty ‘aawxod ‘adtem/Aoqsng

&1aapao/pe 8, aganu .enEon:oamu!s
(qusmmeax pue [2104) prew *iadjay
uayMnyy ‘aswrod ‘a:ujem/Aoqsng

%6°91

. 3833a1uN ¥001.. 2 Jo saBwiuadzad Juseazdax umoys -&8._85._._
‘ *uoniexodio) yoaeasay sndwkiQ Aq paidajlod nyg,

161dA3- %3912
*A12191538 *%I3]D DO [BIUD

%'z

Jpusgoaw oy

%01

300>

usslw.ﬂz—l ‘U VNI ITW

aaydeaBouais 231> dIJO
1213ua8 ‘Lx®1a1398 “181dA1- 33D

%8s

Suipimq *aaatap eng ‘3awad
=382 ‘DBYOAA OMNT ‘NJOOD

Jaenpd oy
svonwdndd0 Jo sswsN

;N> G}
suoj3ednd20 Jo JaqunN

sSomado
a3u Jo aSwua0zay

(suopednad0 g61 Uy
sSuruado aau §52°1)

s> o]
suopednoo Jo saweN

I9sN]d vy
svopywdno20 Jo JaquunN

sSoado
M0 Jo aBwwaoaay

(suvopiedna20 g9 vy

sBuuado Ma0 £88°L) V

(L2 8

13180 [9ANT
-1IMs-0

I8N 1831191)

INsN) 297
-lIMs-¢

Lo

q‘e Ahu—u >e
I2SNID [9A1-11MMS £q s3utuadg maN jJo uopnqinSI]

Z-m-v 3navl

303




S1

¥6°62

11

¥¥°Le

St

%rese

Jaxoqet

jued aaqqnx ‘1al8e>xoed pueq
‘J3[puey [B1INRW ‘VBWISNOY
-218M ‘13010d ‘13l18m/Loqsng

%r 61

(1e39ua3) prew ‘zaxacm Kep spsawop
‘I2[puBY [L]INVW *VBWISNOYITEM

*3ad{ay agly ‘ajem/Logsng

%€ 92

vewpaed ‘1a)I0m Aep susawop

‘391puey [B1x3ew ‘(UEINeISax pue
1N0y) prew ‘xarxod ‘xaen/Aoqsng

%¢ ¥

L1m19 028 '%I31d
2dqjj0 (va9uaB *1s1dA-3131D

¥9°9

L1m21098 ‘qa3pd
Yo [eauald “391dhQy-x131

%1y

181d1- %3310

*%33[d 3dyjo [rI3vad ‘Aivraad9g

oBw adue
-uuiew £30933 *dueydaw

2douBUUIBW “IgTUIYORW .

‘vew asueuajujew Suipring
‘aawadies ‘aweaw oy

1st8oj01aw1s0> ‘uBWAUY]
“ISURPBUL ‘00D I3PI0-1TI0YS
‘aauadies ‘oweydow oy

%0°L

pLIUTUTRY Y]

‘Ia)Ew 13UIqED ‘Y00D JIPIO
-1I0y4s ‘uet IdVBLIjew Suj
-pling *oluEydawWw 0INE ‘300D

%e°s

aNsngd vy
suopednad0 o gaweN

330> ug
svopiednos0 Jo zaquuny
-n_ha&o
#20 Jo a8nuadiag

(suonednodo gge Uy
sBujuado mau ¢50°2)

33180]d uy
suopwdnooo Jo sautepN

xNsnNyd up
SUOREdNOI0 jo JaquinN

sSupado
a3 jo aBmuaozay

(suopwdnodo 1gz uy
sBujuado mau gg96)

INsnyd vy
suopednodo jo gaweN

I8Ny v}
svopEdno20 Jo JaquInN

sBupado
A3 Jo alsuadaay

(suoniednaso 1yy vy
s3uuado mau §6G°y)

15101

121Sn|D) |92
-17Xs-0

2318n[D [8I133]D

318N 9]
={is-€

L

(*0d) 7-11-v FI0VL

304




303

2330q8] LOJIINNISU0D *Jadiay
£30308] ‘33tpuey jelIAnEW ‘Eew

-9snoyaaem *13diay vaydl g ‘2304

19vd£3-3130 ‘Lamy
-33295 *RI3D IO [RINID

23XI0M [EIDUNINYS
*X3Ae1X211q ‘300 13PI0-1I0YyS
‘tew 3duenaluyew Bupiing
*axnuadies *opepsw ony

anengo uy
suopednado jo saweN

4| 9 € 9 1NN vy
suonedno o0 Jo JoquInN
¥eee %892 %€ %rL sfupado
a3 Jo alswaoxay
(svonwdndd0 T£1
v} s3ajuado msu 9g9)
A1aapao uepPINOH ‘saqunid
/%p1e 8 ,38anu *Jajpuwy [elI3NtU /3snpadid *a99uiBoa w0y
*(yusameisax pus [310y) prew ‘3a1x0d 41319 dYJ0 {832 -uByIawW *INoeI) jooyds Yl .
*3adjay uanoay ‘aMem/Koqsng -0aB *Axe131098 ‘181df1-313]) ‘IspuiygoRW ‘duBPan oIy Jaenpd vy
suopwdnod0 Jo saweN
st 9 £ 9 I:sngd vy
suopiednodo Jo JoquinN
¥8%e %v-L1 %9°s %€ ot sBupuado
M Jo a8nuaoaag
(svonedndo0o ggz uy
sBujuado mou go1‘1) g
oL 1318n1) (aA] I918N(H [edII]D 118N [3AI] 3146}
-Tu%s-0 -1s-¢

(*wo0d) z-1m-v 319VL

305




304

%L L9

11

%t Lz

I9%20M AEp dNISWOP
‘UBWAISAYIP Yooq suoyd ‘iadjay
uaydy ‘IAntem/Loqsng ‘1arzod

%959

A1aspao/apie
$,981INU ‘UBWIASNOyIIBM ‘(WEBI
-NEISII pue [oYy) prew ‘Jadjdy
uayLY *133tem/Loqsng 131104

%L°81

auoN

33912 Idyy50
teIauad ‘Arsiaxdas *1s1dLi-191D

*uopezod1o) yoxeasay sndwiip Aq paroajjoo Ny,

spuwydsw nopms
3014238 0INE *djUBPAW OINy

%'z

%000 13p10-11048 °10d8xado
SUWOBIL [BIRMIN|S *UBIIINOID
‘Oepat one *1uadied ‘o)

1N8Nd vy
suopednod0 Jo wsN

. INENId vy
9802ednd20 Jo Jaquuny

sBoyuado
Py jo aBmuaoaag

(suopwdnado g1
vy sBupuado parti £88)

Tempd wp
suopednaoo jo awey

J38NPd v}
suopedno0 Jo Jaquiny

eBuvado
PalT) Jo aBmuacaay

(suonednooo gge Uy
s8uuado pagry 2e8°2)

(L2 LA R

1SN oA
-11148-0

12BN [eANI3D)

1918N]D) 19A]
-1iPs-¢

LD

£ 31SN[D 12A3]-N1xs AY)
SW2WAdRJ Jo uonnquaisiqg

£-11-v 31av.L

3C6




I330Qe] 180 v} ‘Ja8exped

-1i1s-0

-1s-€

v
m poey ‘32jpuey [e1anew ‘3adiay X310 Y0 -
uYINTY ‘a9jem/Loqeng ‘331304 teaauad ‘Axmoaxdas “19ydhi. y191H ajedas Apoq oany axnsn]d> vy
' suonedndd0°jo awueN
6 9 T 1 EETLTE N
suonedndd0 Jo Jaquiny
¥L8e ¥L°92 %1 %L°0 s8ujvado
PINY Jo aBmupaoaay
(svonedmodo et
vy sBojuado paLiy ¢19) 3
Jaxiom
L3381 ‘19x30Mm Avp dusdwop
‘IIIpuTy [91INTW ‘UBWISNOYIIBM
‘3adjay vy ‘3N1em/Aoqeng JUON Jumpaw oy S3d vy
suonednado J awey
8 9 0 1 33isn]d Uy
suopednddo jo zaquuny
M ¥6°29 %0°0 o1 sBuiuado IS
PatLY Jo aBewaag (-
(svopiednodo 1g 3
v} s&ujuado paYI 05€) @
(1212038) o
pisw ‘uswpIvs ‘19310m Aep
NsWOop ‘IIjpuey [ezNBW ‘(wes 33312 29330 JYIOMIEED ‘LR FoUBLAUIBW Buy
-NNSII PUT |310Y) pIBwu ‘131304 (va2ua8 ‘Lieaxd08 191dhQ1-1391> =pPling ‘%002 33p10-130ys ‘PO 3snpd vy
suonednd>0 Jo aweN
€l 9 £ » I38N]d Ut
2uoNEdndd0 Jo Jaquiny
%9°0¥ %6 °6€ %0y %0°¢ sS3uivado
P31l Jo a8muaoaay
(svonedndd0 yzz ut
s3uyuado pajry oes°1) D
Qo] 12S01D 194 ansngd [enIdD 380D [aa]) [$1%e)

(“w0d) g-p-v 378VL




306

3230qe1 adedspuey * 3adjay Axoddep
*1230Q8] UOJIONIISUOD * ID[puky

jelra)ew ¢ zadiay vaypagy ‘32104 auoN 3UON JNENY Uy
: suonedndd0 Jo aweN
9. 9 0 0 I8N vy
suonedndd0 Jo Jaquiny
%9°8¢ %9 ‘8¢ %00 %0°0 s3ujuado
PANY jo aBmuadzay
(suopednaoo gg vy an
sBujuado PIILY 8¥Z) O (]
13lpuny ez X
-9ew *A1I3pI0/3pIe 9,38INU ‘vew )
-38N0YITBM ‘(JUBINEISII PUE [AN0Y) 333uBua [eajueyd
piew ‘1an1em/Kogeng ‘131104 - £x@131098 “181d2- Y3910 -3 “)suRPEW OuBYPIW OIny aqenyd uy
suopednd20 Jo aweN
1 9 z € aAnsnyd vy
suopednado jo zaquinp
%s-Lt %981 %y ¥sv sfujuado
pPa{1y jo adeuadiay
(suoneindo0 £y i
s3ujuado pafly 09¢) 4
1oL INB™MY jara IAsnD 1ed1I31D INBND 19A] A
~11F1S-0 ~11s-¢

(*awod) ¢-m-v 318vVL




307

An explanation of the column headings is as follows:
City: City code name, followed by the total number of transactions and
occupations making up the "100% Universe, "

The 3-Skill Level: This group is made up of the six largest occupations

(in terms of transactions) in the "75% Universe" at this skill level.
(If the "75% Universe" had less than six occupations at the "3-skill"
level, then all the "3-skill" level occupations are represented in

this cluster.)

Clerical Cluster: This cluster is made up of any combination of four se-

lected clerical occupations--secretary, stenographer, clerk-typist,
and general office clerk--that appear in the ''75% Universe, "

The 0-Skill Level: This group is made up of the six largest occupations

in the "75% Universe" at the "0-skill" level (lowest skills).




Part IV

USE OF JOLT JOB VACANCY INFORMATION TO INDICATE
SHORTAGE OCCUPATIONS IN MANUFACTURING

INTRODUCTION

The intent of this analysis is to try out techniques for deriving informa- |
tion about shortage occupations from job vacancy occupational data.
The goal of the analysis is to find a suitable starting point for exploring
possible shortage occupatons. This involves:
(1) Finding a working definition for shortage occupations
(2) Reducing the data to a number of occupations that is manageable
for an in-depth analysis
(3) Considering only those occupations which are outside t.he'range
of the existing information sources
The method is to construct a list of long-texm job vacancies, by occupation. When
such lists for a particular city are compared, a table indicating recurring long-
tcrm vacancies is derived, This table is used as the working definition of pos-
sdile shortage occupations; i.e., occupations in which there have been recurring
iung-term vacancics, thereby sausfying the first goal. This also serves to limit

the number of occupations to a manageable number, thus meeting the requirements

Q/ 309
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of the second goal. Of course, the outcome of the in-depth 1ook at occupations
eventually determines whether they are legitimate "unmet employer needs.” The
third goal is to find a means for limiting JOLT data to additiona! information. The
existing information source is assumed to be ES transactions. This is not the
only source of occupational information, but it is the best single source of docu- / '
mented activity in the job market. /

THE JOB VACANCY DATA /

In the news release issued by DOL to announce the first job vacancy report/
the range of possible uses for this type of data was given. Mentioned were its
relationship to other labor market information and its ultimate intention ". . . to
help workers find jobs faster and aid in directing training efforts toward shortage
occupations. nl It is the second use of the information provided by the job vacancy
data (hereafter referred to as "JOLT data") that is being assessed here.

In providing ORC with the occupational data on job vacancies, BLS gave
fair warning that, at this stage, the information has not been validated, While
the overall vacancy statistics may be relatively error-free, the same cannot be
said for the d.cupational detail, In performing the analysis of these data, we found
apparaat ecors, some of which were corrected by contacting the state agency that

provided BLS with the occupational summaries, The existence of these errors

sugge-ts that it is possible that other errors have gone undetected and therefore

ray huve led to false conclusions. Since JOLT data are intended to be an

5. Deparuneni of Labor, "News" (July 30, 1970}, Nu. 11-335, ». 1.
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important addition to the information available to planners of manpower training,
the analysis of these data, possible errors included, has been undertakun.

The following discussion is taken from the program description of the jol:
vacancy survey which was attached to the news release containing the first reporx
of the data.

Job vacancies and establishment employment figures are reported by means
of a monthly "'shuttle” questionnaire sent by the employer to the state employment
security agency. The current job vacancies are reported as of the close of the
last business day of tﬁe survey month, Such a vacancy is defined as "a vacant job
that is immediately available for filling, and for which the firm is actively trying
to find or recruit a worker from outside the firm."” These jobs could be part
time as well as full time, temporary as well as permanent, The employers' job
titles are assigned Dictionary of Occupational Titles (DOT) codes by the state
agency. This agency also determines if a job's wage rate is below the prevaiiing
rates for that area. The survey area is almost a.lwayé the SMSA.

The definition of ''actively trying to find or recruit” is that "'the establish-
ment is engaged in curxert efforts to fill the job vacancies by means of orders
listed with public or private employment agencies and school placement offices:
notification of labor unions and professional organizations; 'help wanted' advertis-
irg (newspapers, posted notices, etc.); recruitment programs, and interview and
sclection of applicants. * The concept "long-term job vacancies” means that the

current vacancies have been unfilled for 30 or more days continuously.
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In the JOLT survey a sampling procedure is used for reasons of cost and

time efficiency. Large firms are sampled 100 percent; for smaller firms, the

smaller the size class of that firm, the smaller the proportion sampled. The

size of the cverall sample in relation to total employment in manufacturing is
given in Table A-IV-1. The data as submitted by the state to BLS arc reported
with subtotals that designate the major groupings given in Table A-1V-1. The type
of reports received by BLS varied in the degree of detailed occupational informa- |

tion shown by DOT code. In some cases occupations werc listed by their four-

digit DOT codes. In other cases only the 98" codes were gives; this will be

referred to as the ""12-way breakdown” of occupations.

TABLE A-IV-1

Approximate Size and Coverage of BLS Job Vacancy--
Labor Turnover Sample ir. Manufacturing

Percentage of
Month of Employces Employment in
Area Reference in Sample Manufacturing

Dallas July 1971 33.900 24

Miami® August 1971 24, 600 32
iviilwaukeed March 1971 | 152, 200 80
New Orlears July 1971 31,900
Si. Louis? April 1571 155. 200
5<it Lake City? April 1971 20, 000

aCities for which occupational data were obtained.
Sousec: Bureau of Labor Statistics.




TABLE A-IV-2

JOLT--Quarterly Report on Current Job Opportunities
" (By occupational group codes)

Leading Digits of

"98" Code Name of Group . DOT Codes
9800% Total--all occupations
9810 Professional, techﬁical, and 0,1
'~ managerial
9821 Clerical - o - 20-24
9825 , Sales o 25-29
9851 Service (except domestic) 31-38
9850 ~ Processing ’ 5
9860 Machine trades 6
9870 Benchwork . 7
9880 B Structural ‘ 8
| 9891 - * Motor freight and other - 90,91
transportatiqn
9894 " Packaging and material 92
handling
9897 Other miscellaneous T 93-97
- . occupations
9‘940 Occﬁpationé (not eisewhere

- classified [including DOT 4's])

9999 - Occupations not reported

3The sum of all codes 9810-999 should add up to 9800's total.
Source: Information provided by Bureau of Labor Statistics (by special request).
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The major [actovr limiting the use of these data is that ]OLT. reports identify
an occupation by only four digits. While in most éases four-digit job titles are less
revealing than job titles derived from six-digit codes, there are certain four-digit
codes that do prbvide clues as to the work functions involved in. the vacancies.

It is impossible to determine the degree of completeness of the\vacancies
reported. Ray Konstgnt of BLS has indicated that some large companies are not
willing to furnish the occupational breakdowns of vacancies. In addition, ‘higher
lavel job.vacancies tend to be underreported. The general impression obtained
from scanning the jOLT data is that there is a relatively narrow range of occu-
pations in which vacancies are found. This could be due to the four-digit report-
ing methqd which would limit the individual occupational ﬁdes reported, and/or
it may be due to the unwillingness of employers to furnish detailed occupational
information.

Although the JQLT survey is limited to the manufacturing sector, in form

provided to BLS by the states, there appears to be survey material relating to

the medical service industry., Presumably, the nonrha.nufacmring vacancies would

not be included in the quarterlj report by occﬁpation,‘ but such occupatidﬁs as
tucdical technician (078, 381) appea:_fegxﬂarly. If one assumes that the survey
vevulis have been compiled and reported correctly, then the manufacthring
sactor has had medical techaician vacancies.

It should be noted that because of the JOLT sampling procedure for smaller
mize flonis, e variedg of jub vacancies resulting from variations in firms of the

siuae wdustrind cdassification may not be fully reflected in JOLT data.
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PLANNING BASED ON JOLT. VACANCY DATA

It would seem thét certain areas of high employer demand, such as in the
clerical field, would be known without conducting'a survey of employers. Cer-
tainly "help wanted" ads and public employment service listings of job orders
would reflect many of the occupations for which there is a relatively persistent

demand.

The pertinent questions to be asked in considering.JOLT data are:

° What additional information can be gained from JOLT data?
) Which of this information is valuable for planners of manpowér training
programs?

The first requisite for gaining information from JOLT data is that the job vacancy
be defined 'within a fairly narrow occupational range. Clearly, the data as reported
by four-digit codes are of limited value. However, at the state or local level,
where the most productive ﬁse of these data could be made, the actual returns

from employers are available. These returns usually include the employer's

job title as well as the name and type of employer reporting the openi_ngs.

The next requisite is that the range. of océupations be broader than those
which customarily show up ’i_r.xl"._e;isting channels of job vacancy information, such
as ES or the newspapers. A further consideration is whether the total number of
vacancigé within an occupation can be quaﬁtified'percisely by meéns of JOLT.

To be of value in planning institutional training programs. the occupations
identified must be suitable for training, If, for example, the additional knowledge

obtained through JOLT surveys rela_tes' only to occupations in the professional or

1

1
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managerial categories, then it would have a little or no value to the planners of
MDTA manpower programs.

The timeliness of the information is another factor which may have an
effect on the usefulness of JOLT data as a planning tool. The JOLT survey asks
for "openings with future starting dates.” However, there is no definite time
period éssigned to this future date. Presumably, because there“is a current
opening with a future starting date, the opening exists for recmitiﬁg purposes and
will become a job slot in the relatively near future. JOLT data were not designed
to be av long- range predictive device for occupational demand. |

The record of past openings provided by this type of data can be a valuable
tool for planning, by idéntifying occupations that have been in continuous demand,
particularly those in which there ié unmet demand; i.e., the long-tem openings.

Based on the above considerations, this analysis of JOLT information will

address itself to the quality of JOLT data and the additional information that
JOL'T data reveal, | |

APPROACHES TO UTILIZING THE DATA

Total Manufacturing Job Vacancies.

These data are not a source of occupational information. However, com-
par;son to the number of ES job orders on the same day presumably would yield
a gooss measure of the :S share of the xﬁarket for the manufacturing sector.

Unforamately, the small relative size of ma.nufact:ﬁring employment for the ORC

survey cities that had JOLT occupational data (as shown in Table A-1V-3) and the




fact that there is no occupational identification make such a comparison incom-

plete as an assessment of total ES operations. °

" TABLE A-IV-3

The Ratio of Manufacturing to Total Nonagricultural
Wage and Salary Employment
(Annal averages, 1970)

City Mamufacturing Total  Manufacturing/Total
Milwaukee 203, 900 570, 300 36%
St. Louis 274, 300 898, 800 31%
Miami o7, 400 504, 700 | 15%
Salt Lake City 29,700 192, 000 15%
Source: Bureau of Labor Stﬁtistics, Emglgmént and Ear_n_u_lgs’ , States and Areas, |

1939-1970, bulletin No. 1370-8.

BLS has performed a survey of this nature for February 1971 in 10 areas.
Iis results showed that the number of ES Job Bank openings amounted to 31 per-
cent of the JOLT vacancies on the same day, with a range of 22 to 64 percent

being reported.

Occupational Analysis of JOLT Vacancies
The following tallies will show, for manufacturing:

® Current vacancies ordered by most frequently appearing occupations*
o Long-term vacancies ordercd by moét fféquently appearing occupations*
3 Recurring long-term vacancies

*in order to make this analysis concise, we show only those occupations

representing the most frequent listings (top 75 percent), and no order less than
four will be considered.:
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The list of occupations that are current vacancies and their skill level
will indicate the type and quality of occupations that are m demand, (Of course,
only those occupations that had vacancies on the survey date will appear.)

The list of occupations that have had long-term vacancies and the skill
level for those vacancies will indicate the type and quality of efnployer necds thar
have been unmet more than 30 days. The listing of recurring long-term openings
will indicate unmet employer needs that have persisted,

QOccupational Analysis of JOLT and Job Order Information

The comparison of the JOLT and the ES Job Bank data for the same point
in time can be made on the factors listed in the "Occupational Analysis of JOLT
Vacancies. " | Su ch a comparison will indicate the additional occupational infor-
mation provided by the JOLT data. Each of the four cities presented a different
situation for making a complete anaiysis éf the ]OLT data since different types

and qualities of data were obtained. Table A-IV-4 summarizes the data used. -

TABLE A-1V-4

Types of Datua Available
(By city)?

Data - Miami Milwaukee St. Louis Salt Lake City

BLS 12-Way Oécupationa.l Groupings X X
BLS Four-or Six-Digit DOT Listings X
State or Local List of Vacancies X

job Order Information - ” X

1, Y % 3
“Data collecied by Giympus Research Corporation.
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ANALYSIS OF THE DATA

Total Manufacturing Job Openings

There were severe difficulties in comparing reports of ES activities with
JOLT data. Two comparisons were made of ES open job orders in manufacturing
with JOLT total current vacancies for that same industry sector. In both cases the

number of ES open orders exceeded the number of vacancies reported, a reversal

of the expected outcome (see Table A-IV-5).

. TABLE A:;1V-5

Comparison of the Number of Total Current Va%ancies
with Open Job Orders in Manufacturinga’

City Vacancies Open Orders
Miami 312 428
St. Louis : 486 569

2pata collected by Olympus Research Corporation.

For Miami the vacancies were estimated, using the employment data and
vacancy rate for April 1971 given in the Quarterly Area Manpower Review, July
1971, Miami, Florida, p. 12, Tables I and VIII. The job orders were an actual
count of orders in manufacturing listed on April 29, 1971. For St. Louis the
November vacancy report, by occupation, was compared with job order listing

for November 26, 1971.
Since the JOLT survey relies on a sampling procedure,. it is possible that
the variation is due, in paﬁ, to the particular sample chosen. The overall sample
X :

in Miami was 32 percent and in St. Louis, 70 percent of the total manufacturing

empioyment. Of course. for smaller size firms the proportion sampled was

even less,
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A second reason may be the use of a strict meaning of "vacancy” used by

JOLT: immediately available job slots for which companies are actively trying

to recruit workers. 2 This could cause the JOLT count to be lower, because

Job Bank may include orders employers do not intend to fill immediately. Employ-
ers ma}; be searching for the best applicant, but not be pressed to irmﬁediately
~fill openings. Or the ordces may be standing orders in which the number of
opeanings listed may r.ot correspond to the number of actual vacancies. It may be
the employer's way of keeping up with his expected turnover, and/or he may be
building his file of applicants. In addition, there will always be some orders

that have not beén vcrified as "closed. " Aiso, Job Bank may have orders for

| locations outside the SMSA.

A third reason for fewer JOLT openings may be that the JOLT question-
naires are not conscientiously filled out by .some employers, thus understating
the number of vacancies that exist in firms. |

in light of these difficulties, an evaluation 6f ES share of the market would
n;:»t appear to be possible, using these JOLT data. To the extent that the above-
mentioned discrepancies can be minimized, it would be possible to make such an
evaluation. However, when the Job Bank li.stlngs exceed the number of JOLT
vacancies, this c;leariy is not possiblé. The analysis of the gross ES share of the
market mus: also take into account that at the present time, JOLT data are avail-
able ouly for the manufacturing eector, which constitutes only 15 bercent of the

total eraployment in the Miami SMSA and 31 percent of the employment in St. Louis. |

Z}:;n'rp'hasis is ours.




Occupational Analysis of JOLT Data

Three vacancy reports, one each in three different cities, were analyzed

in terms of their current énd long-term vacancies (see Tables A-1V-6 through
A-IV-11). These particular reports were selected because of their availability
and usefulness inbmaking the compﬁrisons discussled in the next section.

The most frequently encountered current vacancies' ave of interest when
compared to long-term vacancies of the same date. Occupations comprising the
major portion of} current vac#ncies and not rated as ''long-term vacancies" offer
strong indication of being 'high turnover". jobs. In all three cities, clerical occu-
pations showed up in the lists of most frequently occurring current vacancies,
but they were not in the top 75 percent of long-term vacancies. The implication
is that the#e are “frictional vacancies, " the result of a temporafy mismatéhing
of jobs and applicants. 8 In the absence of turnover rates for these occupations,
no precise determinav;ion can be made about their level of turnover relative to
other occupations. However, common knowledge indicates that clerical occu-
pations are generaliy high ;urhover. The ]Q!..‘I‘ data, inthis case, tend to support
this contention. In addition, the data indicate that most documented employer
needs have been satisfied by‘the existing sgpply of workers with clerical skills.

In the absence of specific }cnowledge about the job vacancies, the fourth
digit of the DOT code can be used as a rdugh indicator of the skill level required

to pexform jobs: the lower the value of this _digit‘ the higher the skill level.4

SRaymond A. Konstant and Irvin F. O, Winguard, "Analysis and Use of
Job Vacauncy Statistics, " Monthly l.abor Review (August 1968), Part 1, p. 27.
The use of the DOT code in making skill-level determinations has been
the subject of justifiea criticism.
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TABLE A-IV-6

JOLT Total Current Vacancies--Milwaukee
(November 1971)?

Occupation ' Number of Vacancies

Registered nurse 100
Licensed practical nurse 38
Assembly, production, small parts 26
Intermediate clerk and clerk-typist 20
Sewing machine operator : ‘ 20
Sales clerk 18
Arc and gas-shielded welder 17
Screw machinc set-up operator, automatic 16
Secretary ‘ 15
Mechanical engineering technician 13
Foreman, metal products 12
Heavy metal fabricating helpers and laborers 12
Drill press operators, single spindle 12
Entry and routine clerks and clerk-typists 10
Industrial engineer : 10
Accounting clerk 9
Charwomen and industrial maids 9
Tool-and-die makers 9
Accouataats ’ 8
Medical technicians (all specializations) 8
Grinder/chipper 7
Nurse's aide 7
Waiters and waitresses 7
Chemical engineer 6
File clerks (junior and senior) 6
Lineman (electric power) 6
Fabricating machine operator 6
Packaging occupations 6
Sales manager (industrial) 6
Stenographer - 6
Stock clerk and related 6
Turret lathe set-up operator 6
Welder/fitter (top skill) _6
Occupations hsted ' 463>

TOTAL current vacancies - 572

3Data collected by Olympus Research Corporation.
DThis number =41 perceat of ""Total current vacancies, "
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TABLE A-IV-7 v

JOLT Long-Term Vacancies--Milwaukee
(November 1971)2

Occupation : : Number of Vacancies
Registered nurse - 80
Licensed practical nurse 26
Screw machine set-up operator, automatic ' 18
Heavy mectal fa'bricating 10
Sewing Machine operator ' 10
Foreman, metal produ;ts | : 8

- Drill press operator, cingle spindle -7
Chemical engineez : 6
Tool-and-die maker | 6
Industrial engineer ]

Occupations listed 176
TOTAL long-term vacancies 240

3Data collected by Olympus Research Corporation. |
bThis number =72 percent of ""Total long-term vacancies."
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TABLE A-IV-8

JOLT Total Current Vacancies--Miami
(May 1971)2

DOT Code Occupational Title Number of Vacancies

521.8 Food processing occupations 45

739.8 Production worker ) 41
827.8 Assembly, installation, and 17
repair of large household

appliances

709.8 Fabrication, assembly, and 16
repair of metal products

706.8 Metal assemblers - . 14
381.8 Porter_ 11
219.4 Accountiag clerks 10

750.8 Fabrication and repair of 10
tires

078.381 Medical lab assistant 7

292.3 Salesman-driver 6

209. 388,022 Clerk-typist | | 5

929.8 Packager/ material handler _S
Occupations listed | 1870
TOTAL current vacancies o 363
Unclassified vacancies ‘ 125

TOTAL classified vacancies . 238

¥Data collecica by Olympus Research Corporation.
PThis mumber =97 percent of "Total classified vacancies.”
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JOLT Long-Term Vs.cancies--Miami

(May 1971)2

DOT Code Occupaticnal "’fltle Number of Vacancies
739.8 Production worker 18
078.381 - X=ray and lab technician 5
929.8 Floor girl; warehouseman 5
292.3 Route salesman-driver 3
950.7 Stationary euéinee_r 3

Occupations listed | 34b
TOTAL long-term vacancies 100
Unclassified vacancies 58
TOTAL classified vacancies 42

Data collected by Olympus Research Corporation.
bThis number = 81 percent of ""Total classified vacancies."




TABLE A-1V-10

JOLT Total Current Vacancics=--St. Louis
(November 1971 )a

TOTAL classified vacancies

DOT Code Occupational ‘Title ~ Number of Vacancies
787.7 Sewing machine operator 80
002.0 Engineer (not elsewhere 25

classified) - :
003.0 Electrical engineer 20
616.3 Fabricating machine 20
operator
213.5 Kcypunch operator 18
169.1 Administrative assistant 17
209.3 Clerk, various. 13
020.1 Mathcmatician (general title) 11
141.0 Commercial artist 11
06G7.0 Mechanical engineer 10
201.3 Secretary 8
012.1 Industrial engineer 7
539.8 Wet machine cutterman 6
021.3 Aircraft mechanics and 6
repairman
202,3 Stenogr apher )
219.3 Clerk, general office 5
289.2 Aircraft salesman S
160.1 Accountant 4
199, 3 Scientific helper 4
223.3 Stock clerk 4
231,59 Mail clerk 4
763.8 Furniture assembler 4
v20.8 Packager-machine/hand _4
Occupations listed 291P
TOTAL curreat vacancies 486
Unclassified vacancies 147
339

3Datas collected by Olympus Research Corporation.
TTlus aumber =86 perceat of "Total classified vacancias."




TABLE A-IV-11

JOLT Long-Term Vacancies--St. Louis

(November 1971)2

DOT Code Occupational Title Number of Vacancies
787.7 Sewing machine operator 24
169.1 Administrative assistaat 16
002.0 Engineer (not elsewhere 14

classified)
141.0 Commercial artist 11
020.1 Mathematician (general title) 9
616.3 Fabricating machine 9
operator
003.0 Electrical engineer 6
621.3 Aircraft mechanics and 6
‘repairman
280.2 Aircraft salesman 5
012.1 Industrial engineer 4
199.3 Scieatific helper 4
Occupations listed 108>
TOTAL long-term vacaacies 169
Unclassified vacancies Sl
TOTAL classified vacancies 118

“3Data collected by Olympus Research Carporation.
DThis number = 92 percent of "Total classified vacancies."
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The general impression gained from- scanning the lists is that low skill-level
occupations, appearing on current lists, do not show up on long- term vacancy
lists. The high turnover and low-skill occupations form an arena of j‘ob oppor-
tunities not necessarily associated with shortages of qualified workers.

"The very factor which makes the data (job vacancies) valuable as an eco-
nomic indicator--their inherent sensitivity to changes in the economic climate--
also makes them subject' to wide ﬂuctuéfiong. "5 In the May 1971 vacancy report
for ;4iami there are 41 current and 18 long-term openings for "production worker"- -
which serves to point ouf the variability of current vacancies, F‘or the seven
Guarters for which data are available in iviami, there has never been another
quarter in which this DOT code has appeared. This, therefore, is a highly vari-
abie situation in which the demand appeared only momentarily.

If the long-term vacancies are taken as an indicator of unmet demand, the
production worker example shows that an additional factor should be considered
for manpower planning purposes: persistence of unmct demand. In Tables
A-IV-12 and A-1IV-13 all available reports for two cities were taken and any occu-
pation that appeared as a long-term opening in more than one report for that city
has been listed.

These data, however, should be réad with caution, The use of the four-
digit DOT code may indicate an area of persistent unmet.demand when, in fact,
there is more than one occupation being included in that code. However, at the

state or local level, where the specific job title can be determined, a manpower

Sl(onstan!: and Wingeard, op. cit., August 13, 1968, p. 2.
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TABLE A-IV-12
JOLT Long-Term Vacancies A%pearing More than Once
(Miami)
' Month/Year o
DOT Occupational Title 2/70 5/70 8/70 11/70 2/71 5/71 8/71
012.1  Industrial engineer 1 ' 4
020.188 Programmer 2 4 1
078.2 Medical technician 8 7
078.381 Medical lab assistant | 10 5
132.0 Writers and editors 2 2 2 1 2 2
160.1 Accountant ' 2 1 2 2 3
201.3 Secretary _ 2 16
209, 388 Clerk-typist 2 2 6
222.3 Receiving clerk 3 19
223.3 Stock clerks 4 19
258.3 Ad salesman 2 3 3 4 4 3
291.8 Peddler 1 1
292.1 Route man 2 1
292.3 . Salesman-driver 4 4 3
.529.8 Food processing, 3 5
tobacco
600. 2 Machinist 4 4 2
620,884 Auto mechanic 3 3 3
638.2 Machine installation 2 3 4 5 7
and repair
786.7 Sewing machine 93 86 80
operator
804.2 Sheetmetal waorker 8 6
813.3 Welder set-up man 2 4
829.2 Installation and repair 4 2 3
of electrical products
$99.2 Maintenance maa-factory 2 2
908.8 Heavy uck driver 3 2 .13
_ 906.8 Light truck driver 4 6
~'929.8 Material handler 2 4 2 S
950.3 Stationary engineer 3 3 3

dpata collected by Olympus Research Corporation.

‘320




B : .
330
e
~
S
™~ TABLE A-1V-13
) JOLT Vacancies--Long-Term Openings Appearing More than Once
(St. Louis)?
Month/Year .

DoOT Occupational Title 5/70 11/70 5/71 11/71
002.0 Engineer (NEC) - 83 40 4 14
003.0 Electrical engineer 11 15 6
003.1 Electronic technician 8 22 1
007.0 Mechanical engineer 15 .2
012.0 Safety engineer 2 1
0i2,1 Industrial engineer 41 1
020.1 Mathematician 9 2 2
160, 1 Accountant 6
162.1 Purchasing management 2 6

occupations
169.1 Administrative occupations 8 13 16
199.3 Scientific helper 1 4
201.3 Secretary 16 1 1
219.3 Clerk, general office 1 1
223.3 Stock clerk 1 2
280, 2 Alrcraft salesman 3 5 5
372.8 Guard/watchman 2 1
602,2 Auto mechanic 7 2
6213 Assembler, aircraft 12 28 6
power plant
7%7.7 Sewing maching operator 27 12 48 24

3Data collected by Olympus Research Corporation.
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training planner could make use of this type of data. Armed with the job titles,

the pattern of vacancies, and local information about the job opportunities in

those occupations, he could make training decisions based on actual labor market \
conditions indicating occupational opportunities. Whether or not he has been

provided with aqlditiona.l information will be taken up in the next section.

Occupational Analysis of JOLT and Job Order Information

One existing source 6f employer job vacancy information is the job order
activity of ES. It is assumed that these ofders represent the share of the market
that ES has carved out for itself. It is further assumed that ES has not captured
the entire market. Therefore, job vacancy information based on ES order activity
may be incomplete. The JOLT survey, which is based on a representative sam-
pling of employers in manufacturihg, ‘may be a source of additional information.

As noted previously, not all job orders represent job vacancies as defined
by JOLT. However, by examining only thbse occupations that appear as additional
occupations in JOLT data, the nonvacaacies included in ES job ordexs should not
present any difficulties for this analysis. The data comparisons are limited to
the long-term vacancies' and openings, for reasons discussed in the previous
section.

Appropriate data were available for two cities, Miami and St. Louis. In
the case of Miami, May 1971 JOLT long-term vacancies were compared with Job
Bank openings one month earlier (April 29, 1971). By definition, all JOLT vacan-

. gies had heen current vacancles at the time that the April job openings were listed.

The JOLT vacancies considered are found in Table A-IV-9. Of the five occupations
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that comprised 81 percent of the classified JOLT long-term vacancies, four had

been listed in the Job Bank book one month earliex. Of the four, one had been in

nonmanufacturing, and two had been open orders in both manufacturing and
nonmanufacturing.

In St. Louis, the November 1971 JOLT vacancies were compared with the

job order book of November 26, 1971.

In limiting the analysis to the most fre-
quently listed occupations, we counted only those with four or more vacancies.
Similarly, job orders that had been open prior to October 27, 1971 (30 days or

_more) were counted only if there were seven or more in an occupation, Of the
11 occupations with long-term vacancies, five were job orders of 30 days or more:
electrical enginecer, engineer (NEC), industrial engineer, programmer, and sew-
ing machine operator.

In taking the analysis one step further, we compared those occupations
not found among ES job orders with the 1list of persistent long-term vacancies in
Tables A-1V-12and A-1V-13. In Miami, stationary engineer had appeared as a
long-texm vacancy in February and May 1971. In St. Louis, the "administrative

| occupations, '’ aircraft salesmen and aircraft power plant assembler occu‘pational
areas, had shown up on the May and November 1971 long-term vacancy lists. The

implication for manpower training would be to consider these occupations as ""new"

possibilities. This, of course, is "new' information about occupations that have
exhibited uniet demand for two successive JOLT reports. However. at this
stage, omiy a possibility for training has been identified. Whether or not these

occupaetions would be suitable for training would he a matter of judgment for



people associated with that labor market.

Some of the relevant questions to be

asked would be:

° 1s this an unmet demand caused by conditions that are likely to persist,
orisita temporafy imbalance? .

© Are the particular vacancies._with desirable employers and at or above

the going wage rate?
° Is there unrestricted entry into this occupation?
° Is there an available supply of qualified workers?
° is it a training ppssibjlity given the adininistrative, legislative, and

financial constraints on the local training program?.

LIMITATION OF DOT CODES

The efiect of identifying occupations by the foﬁr-digit code is to make pin-
pointing an occupation impossible in many cases. While making the on-site visit
in Miami, we obtained a series of reports compiled from JOLT employer returns.
In these reports the occupational titles as well as six- or nine-digit DOT codes
were given. Although some four-digit listings on the BLS vacancy report could
not be found on the Miami data sheet, and vice versa, a comparison of the titles
ORC was able to assign to the four-digit codes was made with the nine-digit
extentions of those same codes. The comparison was made for the current
vacancy occupations contained in Table A-IV-8, The results are shown in
Tabl: A-1V- 14,

Yt 11 occupations for which data were available from both sources,

ihere were four instaaces in which the acdditional occupational data lifted a
) .
]



Comparison of Federal- and State- Level Job Titles and Skill Levels®

TABLE A-1V-14

Florida Data

BLS Data DOT ORC's Job Title DOT Job Title
521.8 Food processing 521.886.03¢  Fish machine feeder
739. 8670340
827.8 Assembly, installation 827.884.018 Assembler, coolers
and repair of large
household appliances
709.8 Fabrication, assembly 709.884.014  Wire-rope-sling
and repair of metal maker
products
706.8 Metal assembler 706, 884,018 Assembler, product
- and .022 Assembler, small parts
381.8 Porter 381, 887.030 Porter
219.4 Accounting clerk 219, 488.010 Accounting clerk -
078. 381 Medical lab ass't 078,381.014  Nuclear medical tech.®
and .018 Tissue technician
292.3 Salesman-driver 292, 358.010 Salesman-driver
209. 388.022 Clerk-typist 209..388. 022 Clerk-typist
929.8 Packager and material 929. 887,050 Material handler
handler

4pata collected by Olympus Research Corporation.

DData obtained from Florida; data submitted to BLS had been miscoded.
COnly "nuclear medical technician" had long-term vacancies, which cor-

respoided to the BLS data.
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catch-all title from its obscure statds into a position where training planners
might be able to use the information. These more informative titles were:
cooler assemblers, assemblers of small parts or products, wire-rope-sling
maker, and tire builder--all blue- collar occupations.

This indicates that variations among related blue- collar occupations are

not brought out as clearly as other occupational groups when the four-digit
presentation is used (e. g., bptical glass silverer--574- 884, and silverer
helper--547. 887). This weakness of the four-digit code should be kept in mind

when JOLT job vacancies are compared to open ES job orders.

CONCLUSIONS

The JOLT occupational data set is a potential source of information for
manpower planners. Because of the limitations of the data used (unvgrified data,
only a few cities, and a time period that reflected an economic downturn), the
actual occupations and the volume of activity reported may not be generally

representative. However, the intent of the analysis was to try a procedure for

identifying possible shortage occupations. The method used appears to be both

workable and sound.




Paft A"

CHANGES IN COURSE OFFERINGS

The city "change charts” (for the 14-city sample) ia this section are for
fiscal years 1969 through 1971. They graphically illustrate the kinds of courses

offered and the changes that were made during the three-year period.
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CITY CHANGE CHART

ANCHORAGE
Course 1969 . 1970 . 1971
Electrician/diesel X |
Fish cleaner/freezerman X
Cook X
Instrument man , Ny X X
Water/sewage plant operator | X

TOTAL number of diffexent occupations: 4

New occupations since 1969: 2

Instrument man, water/sewage plant operator
Three-year repeats: 0 |
One year only (1969 or 1970): 4

_Electrician/diesel, fish.cleaner/ffeezerman. cook,

water/sewage plaat operator

i Ric 938
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CITY CHANGE CHART

DALLAS
Course 1969 1970 1971

Production machine operator X X

Projection printer X

Clerk-typist X X

Auto mechanic X X X
Mechanical draftsman X

Alteration tailor X X X
Clerk (general office) X X X
Welder, combination X X X
Stenographer X

Clerical cluster X
Medical technician X
Small engine repair X

TOTAL number of different occupations: 11

ANALYSIS:

New occupations since 1969: 4

Stenograbher, clerical cluster, medical technician.

small engine repair

Three-year repeats: 4

Auto mechanic; alteration tailor; clerk (general office);

welder combination

One year only (1969 or 1970): 3

Projection priater, mechanical draftsman, stenographer
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CITY CHANGE CHART

DULUTH
Course : 1969 1970 1971

Mechanical draftsman X X X
Cock X X X
Medical laboratory assistant X

. Combination welder X . X X
Clerk-tybiSt X X X
Food preparation cluster - X X
Clerical cluster X X
Gas engine repair X X

TOTAL number of different occupations: 7

ANALYSIS:

New occupations since 1969: 1
Gas engine repair

Three-year repeats: 4
Mechanical draftsman, cook, 'combination_ welder,
clerk-typist | |

One year only (1969 or1970) 1

Medical laboratory assistant
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CITY CHANGE CHART
FRESNO

/

Course 1969 1970 1971

Auto mechanic X
LVN

Medical secretary
Shirt presser
Cook

‘Nurse's aide

Eo T o T i
>~

Vineyard pruner
Industrial spray painter
Combination welder
Clerk (general office)
Diesel truck mechanic X
Motorcycle repairman X
Auto body

Farm equiprﬁent repairman
Motel office clerk X

MR M X
>

< x

------------------------ [ T T T T T T i

TOTAL number of differeat occupations: 15
ANALYSIS:

Hew occupations since 1969: 9

Vineyard pruner, industrial spray painter, combination welder,
clerk (gereral office), diesel truck mechanic, motorcycle repair- -
man, auto body, farm equipment repairman, motel office clerk

Three-year repeats: 0

One year only (1969 or 1970): 10

Auto mechanic, medical secretary, shirt presser, nurse's aide,
vineyard pruner, industrial spray painter, combination we lder,
auto body, farm equipment repairman, motel office clerk D
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CITY CHANGE CHART

Course

MIAMI

1969‘

1970 1971

Auto body repair

Auto mechanic

Bookkeeping machine operator
Chassis assembler

Clerical cluster

Construction engineer aide
Cook

Mechanical draftsman
Environmental engineer aide
Environmental engineer technician
Food services

Maintenance man cluster
Office machine repair .
Receptionist

Sales cluster

Salesperson (general)
Upholsterer

Combination welder
Woodworking machine operator
Clerk-typist

Nurse, general duty (refresher)
Vending machine repair .

Air conditioning me chanic
Marine engine repair

KR RKR

e la

e XXX

< x

kol el

TOTAL number of different oc cupations;. 21

ANALYSIS:

New occupations since 1969: 9

Clerical cluster, construcd;ﬁ engineer aide, environmental engi-
neer aide, engineer technician, maintenance man cluster, office
machine repair, vending machine repair, auto air conditioning

~mechanic, marine engine repair

Three-year repeats: S

AAuto body, auto mechaaic, sales, ‘upholsterer, welder
One year only (169 or 1970): 13

i

i

Chassis assembler, construction engineer aide, cook, mechanical
draftsman, environmental engineer aide, environmental engineer

technician, maintenance man cluster, receptionist, woodworking
» vending machine repair, auto air con-
ne engine repair: -
IS AR T B :

machine operator, nurse

ditioning mechanic, mari




CITY CHANGE CHART

MILWAUKEE
Coursc : 1969 1970 1971

Auto body X X X
Auto mcchanic X X X
Clerk (general office) X X X
Production machine operator X X AX
Welder ' X . X X
Medical laboratory assistant X X

Auto systems service X X
Clerical cluster X X
Metal machinist X

Auto emission control X

TOTAL number of different occupations: 7

ANALYSIS:

New occupations since 1969: 2
Auto emission control, metal machinist
Three-year repeats: §
Auto body, auto mechanic, clerk (general office), production

machine operator, welder

One year only (1969 or 1970): 2

Metal machinist, auto emission control
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CITY CHANGE CHARTS
MONTGOMERY

Course | 1969 . 1970 1971

Nurse, general duty (refresher)
Clerk (general officer)

Orderly

Combination welder

Gas engine repair

Cook

Duplicating machine operator
Trayline worker

Radio and TV repair ‘
Executive housekeeper

ol

2O MM X XX

XK

Electric appliance service X

TOTAL number of different occupations: 11
ANALYSIS:

New occupations since 1969: 4

Trayline worker, radio and TV repair, executive housekeeper,
electric appliance service

Three -year repeats: 2
Clerk (general office), combination welder
One year only (1969 or 1970): 5

Nurse, general duty (refresher), trayline worker, radio and TV
repair, -executive housekeeper, cook

ERIC | . sa
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CITY CHANGE CHART
NEW HAVEN
Course 1969 1970 1971

Production machine operator X X
Combination welder X X
Clerk-typist X
Clerk (general office) X
Clerical cluster X
Auto cluster : ' X

TOTAL number of different occupations: 4
ANALYSIS:

New occupations since 1969: 2

Clerical cluster, auto cluster
Three-year repcats: 0

One year only (1969 or 1970); 0
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CITY CHANGE CHART
NEW ORLEANS

Course 1969 1970 1971

Cook X X

Surgical techaician

Wood furniture repair

Auto body repair

Gas engine repair

Coin machine serviceman

Household appliance repair
Alteration tailor

Ward clerk

Water treatment plant operator
. Inhalation therapy technician
"Nurse, general duty (refresher)
Stenographer X

Floorlayer X
Dry Cleaner X

Machine presser - X

KA HRKKX
XK KX

»x

TOTAL number of different occupations: 16

ANALYSIS:
New occupations since 1969: 6

Household appliance rej:air, alteration tailor, werd clerk, water

treatment plaat operator, inhalation therapy techaician, nurse
(general duty)

Three-year repeats: 2
Cook, machine presser
One year only (1969 or 1970): 13

Surgical technician, wood furniture repair, auto body repair, gas
engine repair, household appliance repair, alteration tailor, ward
clerk, water treatment plant operator, inhalation therapy techni-
cian, aurse, (general duty), stenographer, floorlayer, dry cleaner

ERIC o e
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CITY CHANGE CHART
PATERSON

Course 1969 1970 1971

Clerk-typist X X X
Nurse's aide X X
Combination welder X

Mechanical draftsman X

Production machine operator X

Air conditioning/ refrigeration
mechanic

X
Auto body repair X
Auto service station mechanic X
Office machine serviceman X
Transferer 11 X

TOTAL number of different occupations: 10

ANALYSIS:
New occupations since 1969: 7

Mechanical draftsman, Production machine operator, air condit-
ioning/refrigeration mechanic, auto body repair, auto service
8tation mechanic, office machine serviceman, transferer II
Three-year repeats: 1
Clerk-typist
One year only (1969 or 1970): 3

Combination welder, mechanical draftsman, production machine
operator
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CITY CHANGE CHART
ROCHESTER

Course 1969 1971

LPN

Cosmetologist

Draftsman

Machine set-up operator
Cook

Auto service station mechanic
Secretary
Clerk-typist/stenographer
Clerical cluster

Machine occupation cluster
Auto service cluster
Industrial lens grinder X
Optical mechanic : X

XXX HHR
[
: O
P b

e RaRaka

TOTAL number of different occupations: 11

ANALYSIS:

New occupations since 1969: 3

Machine occupations cluster, industrial lens grinder, optical
mechanic

Three-year repeéts: 4

LPN, machine set-up operator, auto service station mechanic,
clerical cluster

One year only (1969 or 1970): 3

Secretary, optical mechanic, industrial lens grinder
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CITY CHANGE CHART
ST. LOUIS

Course 1969 1970 1971

Nurse's aide/orderly
Food services
Dry cleaning
Sheet metal assembly

b Auto mechanic and body
Metal machine operator
Welder
Building maintenance
General clerical and sales
Alteration tailor
General machine operator
Auto service station mechanic
Clerk-typist
Offset duplicating machine operator
Auto body
Wastewater treatment operator
Environmental technician
Surgical technician
Electrical assembler X
Clerk/stenogr apher X

TOTAL number of different occupations: 17
ANALYSIS:

New occupations since 1969: 6

RARAARARXKHXRAARAHNK
PRI X XXX MM

KRR HK X X HE M M

Auto service station mechanic, offset duplication machine operator,
wastewater treatment operator, environmental techaician, surgical
technician, electrical assembler

Three-year repeats: 10
Nurse's aide/orderly, food services, dry cleaning, sheet metal

assembly, auto body, metal machine operator, welder, building
maintenance, clerical, alteration tailor

One year only (1969 or 1970): 5

General machine operator, wastewater treatment operator, environ-
mental technician, surgical technician, electrical assembler
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CITY CHANGE CHART
SALT LAKE CITY

Course ' 1969 1970 1971

Stenographer X

Machine set-up operator X X

Auto service mechanic X X

Gas engine repair X

LPN X

Maintenance mechanic X

Clerical cluster X X
Auto mechanic cluster X X
Auto body repair X X
Diesel mechanic X X
Combination welder X
Preapprentice building trades X

Food services X
Metal machinist cluster X

TOTAL number of different occupations: 11
ANALYSIS:

New occupations since 1969: 7

Clerical, auto cluster, diesel mechanic, combination welder, pre-

appreaticeship building *ades, food services, metal machinist
cluster

Three-year repeats: 1
Auto mechanic cluster

One year only (1969 or 1970): 6

Stenographer, gas engine i'épair. LPN, maintenance mechanic,
combination welder, preapprentice building trades
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CITY CHANGE CHART
WILMINGTON

Course 1969 1970 1971

Combinaticn welder

Nurse's aide/orderly
Clerk-typist (refresher)

Auto body repair

Machine set-up operatar

Nurse, general duty (reiresher)
Home attendant

Auto mechanic

Carpenter

Child day-care worker

Clerical cluster

Clerk-typist X

PAPR XK NN
Foa ol a T - -

HKHRPIR K

TOTAL number of different occupations: 10

ANALYSIS:
New occupations since 1969: 3

Auto meéhanic. carpenter, child day-care worker

Three-year repeats: 5

Combination welder, nurse's aide/orderly, clerk-typ1st, auto
body repair, home attendant

One year only (1969 or 1970): 1

Nurse, general duty (refresher)
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Part VI

UNKNOWN ENROLLEE CHARACTFRISTICS

The two tables that comprise this section show by city and by occupational

offerings the percentages of unknown enrollee characteristics as compiled by

Olympus Research Corporation.
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